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ABSTRACT . - 

A Study was conducted to provide information on how 
Area. Vocational r^echnic&l and Adult Education District 4 could more 
effectively serve the needs of area employers. The study sought to 
asssess potential growth or decline, in industries, occupations, and 
skill areas With implication^'s for current and future vocational 
training programs; and io determine the extent to which emp3^yers 
make use, of District 4 graduates and their views of graduates^* work 
habits and occupational preparajtion . Information was oBtain^^ from 
statewide- employment data atld projections, a survey of 18 mayors pr 
city managers within District. 4 regarding m^jor employment expansion 
or^ contraction, and a survey of S99 District 4 employers to obtain- 
information .cn, employment expectations, anticipated training^ needsy 

\assessment of graduates* effectiveness, . and graduate utilization and 
placement. Study findings included the following: (1) employment 
levjpls and training neeSs in Wisconsir were expected to incifease in 
the" last half of ^he 1980*s; (2) one-third of the employers surveyed 

""felt'that their current woifk force vould benefit from additional 
training; (3') employers had a highly favorable impression of District 
4 program graduates; and (4) firms planning expansion were interested 
in new employee, new skills, and^*new jobs trailing assi'stance from 
District 4, as well as in training assistance for managers and 
current employees. Survey instruments are appended. (HB) 
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I* OVBRVltW 



OBJECTIVE ^ 

The major objective of this study is to provide infomation on hdw Area ■ 
Vocational Technical and Mult Edu9ation District 4 might more effectively seiye 

the needs of area employers^* Jn an attempt to Achieve this objective, ^ informa- 

* * \ * 

'tion was obtained on two broad issues : 

\ 

1* Becaiise it^is essential that vocational training be appropriate to the 

'employment needs o^ organizations, an effort was made to identify near term 

growth or decline in, industries/ occupations, and especially skill areas with 

implications "for. current: vocational training programs of District 4 or programs 

that Di^rict 4 might contemplate developing* ^ ^ 

2* Difomation w^s sought on the effectiveness and utilization of current 
^. • ■ 

District 4 training as« seen through the eyes of area employers* Diib V^rtion of 
the study was accomplished by seeking answers to the following questions s 

• Td what extent do area employers make use of District 4 graduates? 
- • ^ Anong those organizations, that employ glraduatesV what do ^ployers 

t'hi^k of District 4 graduates* work habits and occupational prepara- - 
tiotfls? V 

• !tow did employers aod ^a^uates of District 4 con^ tndgether? 

.' ' • ;^e efforts at contacting area entployers fruitful in placing graduates? 

• If so, which employers should District 4 .contact to place graduates? 

• What can District 4 do'to^ improve graduates* preparedness for work? 



PROCEDURE ^ * ' * \ 

A three-'pronged research strategy' was used to obtain the inf ormati^on . , 
nought: " * ^ . ^ 

1. Secondary stiiterwide employment data and projections were applied ^ 
within the geographic boundaificis of District ^4. , - . * 
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2* s Public officials within District 4 were surveyed regarding likely major 

emploVment expaivsion -or contraction* , ^ * * . * 

> ^. ^ * ' 

3*"»- District 4 employers were- surveyed and Interviewed to obtain; 

'(a) information on anployment expectations, (b) anticip&'ted training needs'/ . * 



(c) assessments of current District 4 graduates* effectiveness^ and (d) "informa* 



tlon on utilization And placemcnii of District 4 graduate^. 



ORGANIZATION OF REt^ORT- 

The report is organized into five additional sections* X summary of find-', 
ings and our conclusions are presented in the next section followed by an over* 
view of^ the methodologies used* The final three sections are organized around 
the jiiajor results' of tlie study follows: 

Section IV District 4 £kn^loyment ^pections^ Ihis section reports 
employment 'projections "Vear term and to 1990 from secondary data, pub*^ 
lie officials and the employer 'mfail survey* 

Section V Aat^cipated* Training Niseds* Stis section reports data from 
both employer surveys on employer perceptipns cfJf ^training needs and 

' their view of the rol^ of District 4 in meeting those needs* ^ 

> * 
Section VI tJtiiization and Evaluation of District 4 Graduates* Hiis 



section a^ain use^data from both ^ployer surveys to report area 
-employers' use of District 4 graduates and their evaluation of those 
graduates* i . 



IB/ ^StWMARY AND COHCLUSIOlfi 



' *tti% Study used a srarlety of sources and methods tq obtaifl information on 
hdw l^ek Vocational Technical euid Mult Education District 4 miaht more effec- . 
tivelyserve the needs of area, employers. Major findings and concl\isions of the 
study are reported in this section.' , \ ' 

^ Current unonployment in District 4 ahd the rest of the nation are at unusu-* 

ally high levels and ,unli)cely £o decrease rapidlyHn the near future. Survey . 

resu3:ts Indicate that area employers expe^cjtations 2ibout emj^loyment are closely 

linked^ what happens to the liational* economy. - m the shor^ run/ at least, 

unemployoeient levels in District 4 are likely to remain "high. Especially prob- 

lemarical is the maniif acturing sector wh^re the public officials survey shows . 
* • ■ 

probable near term job losses, but few gains. 

Daring the latter Half of this decade, however, .emplo^ent lefvels are pro- 
jejDted to increase^ in Wisconsin generally and in District 4 in pzurticular (see 
Section IV). jn combination ^th fewer entrimts to the laiyr force, unemploy-^ 
men^ should decline sharply. However, most of the emplo^ent increase is pre* 
dieted to occur in services sector p By the end of the decade construe*- 
tlon/mining, m5uiufact\iring, transportation/ communication/utilities', and govern- 
ment are all expected £q cohstitul^e a smaller percentage of th^ labor force than 
at the beginnings of the decade. - ^ * * , ' " ^. 

These ch«uiges haver several implications for vocational education in Dis-*' ' 
trict 4. Fii:^t, general econcmic conditions appear to have a siA»stantial impact 
on area employer perceptions of the need for vocational training (Section V) p 
Htkia applies not only to perceived training need^ fbr new jobs and skills as ^ 
would be expected, but'^lso .tdtraining needs perceived fbr current employees. 



lb is lik^ly-an Improvement in economic exp^t^ion? will substantially increase 

area- 'mployer interest in utij.izing District 4 to assist in training existing 
*■ • * \ . * ^ " 

members of- the .labor force* It is worth noting that even in the current/adverse 

<^ econontic cliirtate, sucb^^^terest is* alresnSy high as 'discussed below. - ^ 

Second, relative, or even 2ib5olute declines in 'a sector of ^e economy .does 
.t ^ • "1 

not necessarily mean that vocation2d education in shrinking sectw^ will be less 

I 4 , ^ ^. I ' 

- important* m manufacturing/ for example, ^it is likely that technological, 

" M ^ ' ■ w - i 

change will substantiall-y increase the need for retraihingV Hius, whrie employ- 

' ' ' " V ■'■ . ' ^ ' ^- . * 

ment opportunities fort tr2uiitional District 4 '9r2iduates may declin^ In meuiufac^ 
' turing> employers will in all likelihood experience-^n Increased need for ^s- 

tjric^ 4 assistance j.n retraining efforts^. Ihis effort involves development of ^ 

♦ ' . ■ ■ 

, new programs to train the type of skill that is in s^tep with technological 

^ * . m * t 

^ change. ' * " 

^us/. although growth or decline of a sectdr obviously l^as implications for 

• • ^ ■ ■ ■ 

vocational training resource allocation and program emphasis, i^ should not by 
itself determine sucli decisions. Tsechnological change that' impacts on sklO.! 
^ retjuirements is'also-sl^ifiteant. ^Because the latter is unpredictable in both^ 
scope and Riming, tlte value of contirflial communication between ^ District 4 knd 
area ^emp^oyers is-.essential. 

■ ' ■ ' ' ' \ , ■ 

■ \ 



TRAINING NEEDS \ 



Bie mail survey and the follow-up on-site interviews revec^led several find- 



ings about employer perceptions of training needs\that h^ve poteijtiv.Ily impor- ' 

' .. . • \ ■ • . * 

11^ tant in^lications for District 4 (SecJtlon^V) . Qie of the most siirprising is 
' that ove^ one*third of area employers reported that their cuprenn', work fo^js^e" 
- would benefit f rom Tkdditional training. Of these,, nearly half (and substail^ 
tially more, than half of firms employing 10 employees or more) pelieve that;.Di's^ 
trict 4 could be of assistwce in resolving those training need^. These employ 



- eta fe^i that short courses ahd on-site training would most' freq^lntly be hel^- 

^ ful< Bi a f€iw 'instances a^istance ^n training program developnJent is sought. 

general finding suggests that^there is a substantial opportunity for* Dis- 
\ * * * 

trict 4 to aid^area ^ployee^ by iiicreasiog^^its prograjnming for workers aXrel^y 

e?^loyea. , *' • 

. * -The surveys also iievealed^ useful information regar^^ng the occupations and 
^ "^ills thlt employers hel^ve current employees need additional training in ,as 

well as changing job^slti^lls and new jobs that will require training assistance. 

i . . i • - • * . . ' 

Viewing the latter ^IVst/ about a' third of the re^pondenCs to the mail sutfvey 
\ , who. anticipate Straining ;^eeds feel that computer-relateyti sldlls training will be 
-needed, flhis e^hasiSi it^hould be noted, is broad b^sed and npt ^confined' to -a 
few industriel8<i HSSCS^ct^ employers, for exantple/ emphasized the need for 

^ ' ' ^ i 

computer-based s^ill ^needs as much as employers in other industries. 

' ■ ^ - . X ■ ^ *^ r 

/ Bnployers* widespread expectations of technological changes, particul2u?iy 

^^ ' ^ J ' ' C 

chfuiges resulting in ^he tveed for comput^er skills, would appear to have direct 
implications for ,I^strict 4 resoufce allocation and program development. More- 

* t J- . - ^ 

oyer. In all probability i the current survey understates the degree to v;hich 
^ 'skilly involving: emerging technology will impact oir area employment, sin^e firms 

which' hav^ not 'yj^ entered the area were no't included, m this regard a Con^ 
0 g^essioniil study on high technology cctopanies is of special interest. This 
^ study ca^n be intea^preted to suggest that the District 4 area has a labor force, 
^ cost structure, and* geographical location that is. potentially very attractive to^ 
high technology organizations. the e;etent that, such firms locate here, / 
traihing in com^^er technologies will become of even greater import. * \ / 
' V mail survey also^ found that a substantial number of District 4 employ- 
^rs perceive training needs among current employees in' general business admini- < 

stration skills. 'Moreover, and again some^rtiat surprisingly. District 4 is 

ft 



perceived as a source for such training. Half of the area*s firms replying to 

' ' ' ft- 

the suxVey would view short courses^ in oifuiagerial .topics offered by District 4 
ih ,a favorable light. 

' Still another need perceived by area employers involves orientation train- 
ing. i^proximately 25 percent of eurea en^loyers also see District 4 as a source 
of .assistaitbe for orienting new ^ployees. 

Greater details on employer perceptions of training needs are reported in 

Section V. Ihe major findings reported here suggest that District 4 would be 

■ ' * 

wise to consider several general issues. Firsjb, there is a substantial need for 
training and retraining of Wistin^ employees, atiployers yerceive District 4 to 
be an appropriate vehicle this training although nontraditlonal pro^'dures 
^(e.g., on-site training) will be. required to meet these needs. Second, changes 
in employment patterns iri^ general, and probable changes in technologies in par^ 
ticular, suggest that District 4 will need to alteic training for traditional 
graduates^ ' Area €mplo*^ers clearly view that the importance of coir^uter-related 
skills Is ascending rapidly. Ihird, to accommodate employers* needs suggested 
bjj^^e first ^nd second issues/ District 4 needs to recognize th^ importance of 
and emphasize contact between area employers and Dis^tricf 4. 

DISTRICT 4 GRADUATES ' 

■* 

Eoiployers who employ District 4 graduates express a highly favQrable 
impression of their work habits and preparation. Eighty pe;:cent of employers 
describe graduates* work habits as good to excellent, and over seventy percent 
indicate graduates are eittiSt better trained or far better trained than employ* 
ees without such training, m a^imilar vein, graduates are generally perceived 
as being productive as soon as hired. 

' According to empioyeirs/ the most frequent mechanism by which District 4 
graduates found their jobs was through their own initiative, tbnetheless, 



e££orts by Distrl&t 4 to place graduates are valuable. Qnployers were much more 
likely to ed^Io^ graduates it they had been contacted at some point by ao repre- 
sentative of District 4* It wDuld appear that District 4 has been very success** 

.ful at maintaining a high> profile among the area's larger employers; the find* 

■ ^ \ 
ings of this report suggest strengthening contacts with smaller employers also 

could be -a fruitful means of placing graduates. 
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COWCLUSIOtJS 

^finployers in District 4 voice a clear and consistent need for contintdng, 
education* Hhis need is, howaver, by no* means unique to District 4, but is * ^ 
rather a^ broader phenomenon due in part to structural change in the economy. 
Etortunatelyi District 4 muld appear to be in a preeminent position to crea- 
tively meet these needs^ both by amplifying and strencrthenijtig existing programs, 
and ^rough the development of innovative! nontraditional programs. It would 
aeem that technological' change is the watchwar^ of the SO^s, suggesting an 
ongoing situation of potential opportunities for District 4. 

A major challenge for District 4 will be to increase employer awareness of 
what the district can and does offeri aside from the traditional "product*" of 
vocationally -trained graduates. Since District 4 is already perceived favorably 
by area employers, making such Inroads should not be too difficult* whether or 
not employers will regard District 4 as an aVenue for fulfilling their varied 
training needs is probetbly related to such perceptions . 

There are two obvious ways these attitudes can be further enhanced. One is 
automatic; the excellent work performance of District 4 graduates serves as a 
continuous positive influence on firms who already employ them. Second, more 
personal contact between District 4 representatives and employers needs to be 
encouraged, since a dual public 'relations purpose Is served. Hot only are more 
graduates likely to find employment, but employers will loarn first-^hand about 
the various ways District 4 can meet their needs. Li many cases i such personal 
contact may be the only way employers will become informed of the options avail- 
2j^le to them* . 

However f the potential value of these contacts is not by any means limited 
to these two points. If District 4 is to keep pace with technological change i 
it can orly do so by maintaining close links with firms experiencing change. * 
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Atld if instnictors at District 4 are to remain state-of^^the-art, they must be in 

frequent touch with those firms who acquire the latest technology. 

- if » ^ ^ , 

A final note i>ears mention regarding the content of this report. If 
anything, its conclusions are conservative. Data herein was gathered during ^a 
period of economic contraction, and yet employers still saw numerous ways 

o 

District 4 could assist them. M economic upturn would seem to bode an even 
more favoreU>le employer welcome. 

FOOTNOTES 



"location of High Technology Firms and Regional Economic Dovelopaent* 
Staff Study, Joint Economic Oommittee, Congress of the ttiited States, 97th 
Oong.', 2nd Sess. (Washington: U.S. Government Printing Office, 1^82)* 
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III. OVERVIEW OF ^iETHODOLOGY 



To 2tctdress the major objective of this study several research procedures 

were utilized, ^e major method for obtaining area employer input was through a 

« 

mail survey sent to a randomly selected sample of employers in selected indus- 

y 

trial classifications, flhis information was supplemented from a nonrandom sam* 

pie of employers selected for on-site interviews conducted by a group of Dis^ 

\ - 

' trlct 4 instlniciors. ihese^^wo methods were utilized in tandem ^in the expecta-^^ 

tl'on that l:hey would, to some extent/ compensate for each other's shortcomings. 

That^ iS/ it was felt that certain research objectives could best be met with a 

structured instrument/ ^il'e others would potentially be best achieved in the ' 

setting of a one-^n-^ne interview* 7^ addition, steps were taken to mintmize^ 

the methodological shortcomings fouiid in other studies of employer perceptions 

of vocational training neSds and assessments of vocational training programs . 

The mail surveyed on-site interviews are described in detail in i^pendix 

A and summarized beloy. These two approaches were supplemented with two addi- 

tional procedures for obtaining estimates of District 4 near tj^rm' 'employment 

' I ^ 

conditions. The first of thtase involved a survey o& public o^l^^als located in 
District 4* Mayors or city managers for all 18 major cities located in the dis- 
trict were sent a questionnaire which asked questions about new operations 

^expected in their community by 1985 (see ;4>pendix B)^ and 11 responded. 

The second involved the application of secondary state-wide employment pro- 

.jections to' District 4. The two state-wide studies were prepared by the 
Wisconsin Department of Industr^^ labor and Human Relations and William A. 
Strang.^ In this study these projections were ap|>lied to District 4 by dissag*' 
gregating stance data on an Industry basis and then applying these projections to 
District 4's industrial mix. 
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EMPLOYER MAIL SURVEY , ' ' 

A four-part questionnaire along with an expla|iatory letter was sent to 899 
* randCMBly selected District 4 employers'" in JUn6, 1982. After a follow-up mail- 
ing, one-third of the employers representing 52 communities and assorted indus- 
tries replied. * Ftorty^three percent of these organizations ea^loyed graduates of 
District 4. Tests weVe conducted to See if the resulting sample was representa- 
tive of the initial population of 899, and the results indicated that the san^le 

could Indeed "^be considered f^epresentative . Further tests were conducted^ to see 

■> * ^ 

if the position of the respondent to the questionnaire affected the results/ and 

. no significant effect was found. See Appendix A and E for a detailed discussion 

* 

of these .points. 

EMPLOYER OfrSITE SURVEY 

A six-part questionnaire was administered nonrandomly to 54 employers by 
instructors of District 4. industries, locations, and sizes of organizations 
differed from the mail survey, as tr^ll as positions of those interviewed as com- 
pared with those responding to the mail siirvey. iHnety-one percent of the 
organizations interviewed «nployed graduates of District 4. See Appendix A for 
a detailed discussion. . 
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.IV. results: DISTRitT 4 EMPLOYMEHP EXPECTATIONS 

Economic conditions and expected changes in those conditions obviously con- 
stitute a traAscendent force when considering programs to train and pl2tce people 
in the labor force. ^ Ihe re\^ive level of^economic activity att reflected in the 
unemployment rate, emd changing employment- opportunities reflected by shifts in 
industrial and^ occupational rates serve as an iiAportant backdrop to vocational 

training program emphasis. ' ^ * , \ " ^ 

\ 

Thfe present section reports the resuljts of analysi^ assessing probable 
employment changes to be expected in District 4., Data for tliese emalysea come 
from secondary state-wide dat^, the survey of District 4 city m«uiagers and may* 
ors «uid the mail survey of en^loyers. . < . 

Goncefn about eit^loyment in JBfisconsin has never been greater, tt^employment 
rates in the state hme exceeded 10 percent In several months bf 1982, highest ^ 
since the Depression years. Ibtal nonagricultural employm^t in the state actu^ 
ally fell 4.6 percent from July, 1979 to JUne, 1982. Hie dominant theme in the 
1982 gubernatorial campaign was the economy, and particularly, employment. 

Dane pounty (which comprises the majority of District 4*s population) his- 
torically has had more st^tble employment and lower unemployment th«ui the state, 
because of the predominance of state government, the tbiversity, and the white** 
collar service industry (s.g*, ^ealth care, ^legal services). flDwever, as shown 
in Figure 4-1, the unadjusted unemployment rate in Dane County rose over the 
past three years; in the third quarter of 1932, it was between 6.5 and 7.0 per- 
cent, about twice its level three years earlier. 

The national recession and the phenomenon of unusually high real (after 
taxes and inflation) interest rates (see Figures 4-2 and 4^3) , Which depressed 
construction emd capital goods d^and, are generally given as the explemation 
for Wisconsin's enployment problems, and less directly for the difficulties in 
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Dane OoVmty. itowever, a study by the Wisconsin Department of Development sag* 
gests that beyond the recession, there are ''aging industry** problems in some of 
the state*^s most: important manufacturing industries (fabricated metal products, 
nonelectrical machinery, and instrments) #^ In these industries, Wisconsin*s 
capital stock aged more rapidly than the nation*s from 1968 to 1978. l3ius, 
there may be a structural dimension to the employment problem as well. 

EMPLOYMENT PROJECTIONS j 



' T*fl3 studies completed in 1982 forecasted an improvement in Wisconsin* s 
employment over the decade, with particularly rapid employment growth to occur 
during the latter half of the decade*^' ^ ^ ^ 

July 1979-July 1982 " 
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FIGORE 4-1 

CANE COUNTY UNBHPLOYMEHT RATES (OWVDJOSTED) 
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'Hie DILHR forecetjst indicated that Wisconsin's nonfaim wage and salary 
employment vould grov^^y 348^000 jobs from 1980 to 1990 and that manufacturing 
^ jdbs vDiild grow by almost 65^000 over the same period*' most* rapidly growing 
sector^ in both absolute and percentage growthr^ ms seen as the services sector^' 
which is forecasted to add 12U000 jobs*^ over the decadel^ Cne interesting ele- 
ment of the DILHR study is, that job growth was seen as occurring more rapidly 
than growth of the work force^' thus drastically reducing the unemployment rate* 
'nie problem of the 1980 's coul'd be finding an adequate supply of qualified 
workers* 

■ * ^ * 

■■ V • . ' ' ' 

Using. a Afferent methodology^ Strang* s forectists were sini^lar .to the oiIiHR 

forecasts in many regstrds^ although they were even more optimistic* fie fbre* 

ca8te4 a growth. of 439^000 nonfarm^wage and salary jobs and increase of 81^008 

manufacturiitg jobs* His e^^ctation^ as DU^HR's^ ^was that the services' sector 

would be most rapidly growing^ adding 143^000 jobs over the decade*^ 

^* THE DISTRICT 4 BCOMWy . ' 

rche most dominant characteristic of the District 4 <see Figure 4->4 f&r *geo- 
graphic definition) ^ployment base is the heavy dependence on stat^ government^ 
including the tliivensity* Growth in this sector in the 1980*s is expected to be 
modesty with some possibility of the Oiiversity's employment remaining stable or 
even decreasing/ Recognizing that government is not likely to provide the ^im^e* 
\jtus for gjrowth in the 1980 's^. many leaders in the community are looking else-' 
Where to find the basis for economic growth*. 



AREA VOCATIONAU TECHNICAL AND ADULT 

' EDUCATION.DISJRICT NO,^ - - . 
* Thtiblfow«ngiDwns. viJiages, and c^Ti'es (In whoh& or tn part)*nnanciaUy 
supportthe Area Board oi VocatfqnaL Technical arxf AdoirGdocatfon Dis* 



ADAMS COU44TY « 
Towns f 
DellPraifie 
Jadkson 
New Haven * 
Spfingvilie 

COLUMBIA COUNTY 
Towns 
Arlington 
Caledonia 
CokMnbus 
' Courtland ' 
DeKorra ^ 
Foft Winnebago 
Fountain Prairie 
Hanwden- 

Lewiston 
Lodt 
Lowvilie 
fAarcellon- 
Net/port . 
Otsego 
PacHiC 
Randolph 
Scotr 
Spring vale 
' W^stPoint 
Wyocena 

Villages 
Aiiir>gTon 
.Cambria 
DoyresTown 
Fait River 
frleifand 
Pafdiievfiie 
Poynette 
Randolph 
Rfio 
. Wyocena 



Cities 
Columbus 
LodI ^ . < ^ 
■Portage 
Wisconsin Dells 

DANE COUNTY 
town9 
Albion . 
derry 

Brack Earth . 

Blooming Gfover' 

Bluel^unds ' 

Bristol 
^ Bufke 

Christrana 

Cottage Grove 
" * Cfos^ Plains ^ 

Dane 

Oe,erficlb J 

Dunkirk 

Dunn 

Fitchburg 

Madtson 

Mazomanre 

Medina 

Middlelon 

Montrose ^ 

Oregon^. 

Perry 

Pleasant Springs 
Primrose 
RoKbury 
Rullartd 
Sprlngdale - 
Springfield 
* Sun Prairje 
Vermont 
Verona - *^ 
Vienna 
\ Westporr 
Winds&r 
York 



VIIM^es 
Belfevjiie 
Btack Earth 
Brue Mounds 
Brooklyrt 
Caip bridge 
Collage Grove 
Crdss Plains • 
Dane 
Deertiefd 
peForest - 
Maple eiutt- 
Marshall ^ 
Maiomartie 
^ McFarland 
Mt. Horeb 
Oregon T 
Rockdare 
Shorewood Hills 
^ Verona ^ 
Waunakee 

CKIts 
Ma<lison 
Middlenon < 
Monona 
StDugtiton 
SunPratrtft 

DDDGE COUNTY 

Calamus 

Clyman 

Elba 

Emmet *^ 
fox Lake ^ 
Lebanon 
Lowell 
Pontarxi 
Shtetds 
. westford 

Village 
Randolph 

Ctty 

Waterlo^n 



OResNcourrry 

• 

Towns 
Aflams 
Brooklyn 
Exeter 

NewGlarus ' 
Washington 
' York - ' 

Villages 
Betlevillg 
Brooklyn 
. ^ Nev/Olarus ' . 

^OWA COUNTY 
Towns * ^ 
Arena 
' Clyde 
'Dodgeville 
Moscow 
Hidgeway 
WyOmirtg 

Villages 
Arena 

JEFFHRSONCOUNTY 

Towns 
\ Aztalan 

Cold Spring 

Concord ; 

FarmingTon ' 

^ebron 

Uonia f 

Jefferbon 

Koshkonong ^ 

Lake Mitls 
' Mitford 

Oakland ^ 

Palmyra ' 
• Sullivan 

Sumner 

Waterloo 

Watoftown 

VlUages * 
Cambridge , 
Johnson Creek 
Sullivan , 

« 



XKIes 

^ FortAtKinson 
Jefferson 
Lake Mills 
^ Waterloo 
WatertDwn 
^hrtewater 

JUNEAU COUNTRY 
Towns 

Lindina « 
4 Lyndon/ ** 
Seven f^ile Creek 
^ummrr 
^ Wonewoc * 

Villages 

UnibnCerrter 
Wonewoc 

Ctty . ^ 

V/isconsin Dells 

MAROUETTE COUNTY 
Towns * 
' * • Buffalo 

Crystal Lake 
^ ^Dougtas 
Hams 
'Mecan 
Montello 

* Moundville 
Neshhoro 
flewton 

^ Oxford. ' 
, packwaukee 
Shields 

* Sprthglield 
Westfiefd 

^ i Vlttagei 
Endeavor 
^ Neshkoro 

Oxford 
' . We^tfiekl 

Ctty' 
Montello 

RICHLAND COUNTY 
Towns r 
Buena Vista 
tthapa 
Westfonrf 



Village 
Lone Rock ^ 

ROCK COUNTRY 
Towns 

* Porter 
Union 

SAUKCOUNtY 
Towm 
Baratkoo 
Bear Creek 
Deilona 
DeltOn 
Excetsibr 
FaiV^eld 
Franklin ' 
Freedbm 
G/eenfietd - 
Honey Creek 
Ironton 

1 L aValte 
^ Merrimac 
Prairie du Sac 
Reisdsburg ^ 
Spring Green 
SumfJter ■ " * 
Troy * 1^ 
Washington - 
Westfield ' 
Winfield 
Woodland 

Villages 
JrontDn 
LakeDeltOn^ 
LaVaUe 
/ Loganville 
Merfimac 
Norlh Freedom 
Plain 

Prairie duSac - 
^ Rock Springs 
Sauk Ctty 
Spring Green 
. WestBaraboo 

Cttles 
Baraboo 

* Reedsturg 
Wisconsfr^ Oells 




PIGURg 4-4 

GEOGRAPHIC DEPIHITIOH OF **THE LOCAL 
ECOHOHY** (THE DISTRICT 4^.£C6hOHY) 
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Tht» District's industry mix^can be cocipared to. the staters usln^ an occupa- 
tdonaX matrix developed in i930 (see Table 4*^1) < As 'shown in the table^ the 
District is less. dependent than th«. state on manufacturing ,(althou9h almost 20% . 
of the jbbd' in the District \#ere manufacturii^) ^ and far/more dependent on ser*^ 
vides and-^inance, in'^urance, and real istate,. 



yTABLE 4r1 

THE DISTRICT 4 BHPLOWENT MIX 
COHPASBD WITH HISCONSIH* S 



Percentage of T9tal* 



Oopstruction/Mining . * ^ 
Manufacturing 
Transportation, QomEouni- 
. cations, lenities - 
Ttadla (wholesale and 
1 retail) . ^ 

I'inance , Ihsurance , 
; B^al BSstate ^ ' 
Services 

Government (except'^ 
State &vertimeni^ « 

TDtal* . * ■ - 



CD 
District 4 
(July ■1979-J\me 1960) 



5-3 
19,9 

» 

4.1 

24.6 ** 

7.0 
33.4 ^ 

5.7 



(2) 
Wisconsin 
■{1980 

4.2 
29.8 



100.0 



5«0 
23.7 

e 

5.1 
20.4 

11.8 
100.0 



; {1)*{2) 

■Ratio of 
' District 4^ 
% to State % 



1.26 
.67 

.82 

1.04 

1137 
1.64. 

.48 

1^0 



*1total nonfarm emplo^ent .except state government. , f 

>*'..' " . 

• ' SOORCESt Madison ftrea vtAE District occupational anploymenrt 'Statistics 
Matrix , '-.July, 1979-June, 1980'J5. Wisconsin Department of Jhdustry, labor euid Huiiia;i 
Relations, Wisconsin Hidttstry Project:ions to 1990 . 



'Wtien the stateVide forecasts for economic growth in the 1980*s are applied 

to the Distri<it 4 m;lx oi? employmetrt by industry, the expectation is that Dis* 

tric€ 4 employment, except for state government, vill grow more rapidly than 

■ * 

Wisconsin's employpnent (see Table 4-2) < According to the DILHR forecast, 'state^ 
"employment will grow 18,0 percent over the decade- whefn the industry growth 
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rates are 'applied to the Eistrictv4 industry miXf t^i^ total forecasted' gtowth is 
21.57 p^rceAt. Ihe Strang forecast was 22.41 percent growth stat^d.de and 27.79 
percent growth for the District, based o;i its industry mix. 

* ■ ■ . ■ 

• - * TfRBLE 4-2 ' ' ^ ' 

TOE IMPflCT OP THE DISTRICT 4 MI^ ON GRCMTfl 

^ :(2) / - " • (3) ■ 

. ,(1) . ^ rbrec2uated Jbrecasted^ ' 

^ percentage / 1980^^90 (1)x{2> ' 1980-1990 (1>x(3) ^ 

^ T*"^ * - Itotal ' Wisconsin ^ Weighted' Wisconsin Weighted 

* ■ . ^ District' 4 " Growl^ Growth Growth % Growth 

Industry ' Baployment .(DILfiR) * Factor (Strang) Factor 



*Cbristruction/Mining ^ / ■ 5.3 ^^15.8 .fi* 1^ - l^'^ 6. 17 

Manufacturing 19.9- " 11.6' 22.20 14.5 22.79 

^^ansportation, Cotnmuni- « 

cation, Dtilijtles 4. V 6.7 \ ^ 4.33 10.5 4.53 
rftrade (^rtiolesale or * . 

retail) " * , 24.6 22.3 , 30.10 30.7 32.15 

Fin«mcer insurance, ' . * ' 

Real ^tate' ' ' ■ . . 7.0 13.5 " ,7.95 42.6 ' 9.98 

Services ' . ' 33.4 33.3 44.52 37.6 45.96 

Government (except; ' 

State government) ^ 5.7 11.0* ' - 6.33 9.0* 6.21 

100. p 18.0 •^21.57 22.4 127.79 

*Thft p<?rcenta5e growth^ forecasted for all goveniment, including' state gov* v 
ernment, -was used because the statewide forecasts had no forecasted growth for ^ 
government except stave ^(pvemment. ' 

SOURCE J Madison Area VTAE District Occupational Bttployment Statistics 
Matrix , Jtily, 1979-0tine, 1980; "Wisconsin Dej>arWent of Industry, Labor and Ifinnan ^ 
Bftlationg/ Wisconsin Industry Projections to 1990; Williaa A. Strang, Wiscon- 
sin's^ Economy in 199Qf our History, Our present, 0|ir Future . 



alius, aside *f rout. the_difficulty of a^slowing in government emplo^ent 
growth, the District has, an industry mix that has positive growt;h implications, 
l^e relatively high proportion ^f service industry emplo^ent in the District 
(almost 65% above average) is the primary basis for the positive outlook, 'hi ' 
both the Strang and DXX4HR forecasts, that sector is^ forecasted to grow more 
rapidly than any other. » ' . . 
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r ■ • ■ ■ . ■ • ■ .■ r 

5be long*range fo^qasts for the state bod^fe well for the Dc:,strict 4 econ- 

othy. However, the short-term situation in the local ecoTiomy is negative, with' 

• sananployment^. rates almost twice as high as they were a decade earlier^' The 

mayo?/city manager purvey was performed in an attempt to obtain information 
^ ^ ^ " * . ■ ' 

aboHjfc major anployment changes that are likely to occur in the District economy 

■ ' in the near term. ' . 



^ TABLE 4-3 ^ 

MflJOR BUSINESS CHANGES EXPECTED BY 
DISTRICT 4 MAYORS/CITY MANAGEtlS BY 1985 

Ntniiber ' ^ . ^cpected 



Bcpectatio^ ^ of cities*^ JOh Chancre 

Bcpecting new operations 2 ' , 3,220 

Dcpecting major, additions to , * 

.existing businesses 5 795 

Ckpecting major cutbacks ■ ' 3 ^ *^ (975) 

* i , ■ * ^ 

♦cities responding included Baraboo, lake, Mills, Indi, Madison, Portage,^ 
Beedsburg; Stoughton, Waterloo, watertown, Whitewatei^, Wisconsin .Dells, ^even 
of 18 ntayors/city managers surveyed^responded. 

Table 4-*3 reporting the results show^ that only two city executives 

f * ' - . - 

expected new operations in their city ^and the total employment ga^n anticipated 

was 2,220. Relatively few .of these jobs were expected in manufacturing. Five 



• ,city exedatives expected-^^^or* additions to existing businesses that would yield 
almost ^Oo'^new jobs.^^l^Pinally, three of the respondents indicated that major 



cutbacks cpuld result in a loss of almost 1,000 job^. The bulk of the job loss 
would fie in manufa^tturing* ^ - < 

" lULthough the survey had limitations (such as the need for city executives 
to maintain confidentiality to businesses they^might be working with) it sug^ 
gests that some job expansion is anticipated. The fact that relatively few of 
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^hes^ jobs woy^ld cofne from manufacturing is consistent v^^^ tf!^^^ broader stat«* 
wide forecasts .that indicate ntfmufacturing will contimi^ 1:o decline as a gropor^ 
tion of total state empld^ment.^- In fact, the executive, report^ indicate that' 
the most significant growth in Di$trictL-4^would occiir in the seirvices sector « ' 
Although the statewide forecasts/ to 1990 and thef nearer term- city expecta- 
tions-in^the District both'$uggest employment growth/ economiCiffXanner^'need po 
be very concerned as t6 just -how W are go^ng to Move from high unemplo^ent to' 
a situation of loy un«flpl<Jyaent. ^ ' * ^ 

The General ifconomy and District 4 Bnployment ' , ' ^ 

lb factor is sp importanti^to achieving .en^lo^ent g£^>wth in the District as 

1 ' ■ ' ' ' ' 

a recovery pf the national, economy* - This was confirmed ^y the "mail survey of 

dstz^^ct 4 en^loyeji;s. As shbwn in Table 4-4/ close to haU of the ej^loye^s 

surveyed would incre2ise theit employment by *T985 if the economy imprdves; only 6 

£\ ^ \ ^/ ' ' , ; , 

percent plan expansion If the%conomy worsens. ^ Oonvarsely/ 31 percent would , 

plan reductions if the economy worsens^ 6 percent would reduce if it r^aihs 

' ' ' • * ' J, 

unchanged (roiiember/ the economy in early, 1962# at i:he tim^ of the survey^ was 

''^^ v ' . " * 

in baft condition), and alniost none (I*. 3%) plan reductions- even if the economv 

' *\ , * ■ , , ■ 

in^roves. Ifot shown in the tablia but available in^the tabulations was" the fact 

* 

thCit only 5^2 percent of the respondents will expand their employment regardless 
of the econ^mdc climate,* ' ' ^ ' • , r ^ * ■ . 
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THE BC01K)«::C GLIMATB AND EHPLOYMEWT EXPECTATIONS 
AMOMS DISTRICT 4 EMPLOYERS IN BARLZ 1982 

Percentage of Bespondents 

If the Bronoray. 





Sitpraves 


Bemains As 13 


' Wbrsens 


y^e Will; 

Bcpand our Ihiployment ' 


46. e 


15.4 


7.7 


IQe«p the "Same Q&plo^ent 


^ 51.9 


76.3 


61.4 


Adduce our finployment ' 


, 1.3 
100.0 


8.3 
100.0 


30.9 
100/0 



The relevance of the general economy to employment plans was established in 
TStble 4*4* %e percentage shifts in employment that occur among the firms 
depending on whether the economic climate **iit^roves'' or "worsens** (the extremes) 
are shown in Table 4^5. As shown there, almost half (47.7%) of the respondents 
wouXdn*t see any *dif f erenc&;^in their employment plans on the basis of either a 

better or worse economic climate. However, about 20 percent of the respondents 

'I 

felt that t;)ie ecohomic extremes would cause more th«ui a 25 percent '*swing'* in 
their employment by 1985. Hie average difference estimated by the 176 respon^ 
dents was a 17.5 percent **swing* attributable to the better or worse climates? 
the median response was a 4.8 percent "swing.* 

Fiiiallyf respondents **ere asked what factors vdll be important in determin-^ 
ing whether or not their business expands at their .District 4 location by 1985. 
.Hhe question was asked to obtain information about location factors that might 



be important. 
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TABLE 4-5 

EMPIiOYER SENSITIVITY TO CHANGES IN ECONOMIC CLIMATE 
V (DISTRICT 4 EMPLOYERS) 

anployment/Bjonoraic dijnate Sftnsitivity, Factor 
(Percentage Difference in Qnployment Change 

Between em "Unproved** or "Worsened** Bjonomic - Percent of 

dijuate* ) ^ ^ Respondents 

* No difference 47.7 

1-10% difference . 15.9 

11-25% difference 15.9 

26-50% dif ^.erence 1 1 .9 

51*100% difference " . 6.8 

More than 100% di.fference 1.7 

If a firm indicated it would increase employmeirt 10 percent by 1985 ^ if the 

economic climate improves emd would reduce employment 15 percent by 1985 if the 
economy worsens/ its sensitivity factor would he. 25 percent. 



^ shown in Table 4*6/ factors related to the health of the economy or 
specific markets were most often mentioned, interest rates/ in particular, were 
seen as a specific Economic climate factor of strong importance. Several respon- 
dents mentioned the ne%d for their customers* businesses to improve. 



TABLE 4-e ^ 

f 

FACTORS IDEWriFIED, AS MOST IMPQRTAtTT TO 

EMPLOYHEm EXPANSION IN DISTRICT 4 

' Nimber of 

Health of Bsonomy or Sjpgjiilfic Markets tespondents Mentioning 

"Improved economic ^prfjmate" 60 ^ 

"lower interest rates" 54 

,"Pickup in construction** 11 
**Heal-th of customer industries** ' • 

(e.g./ auto/ farm/, Ray-*0-Vac) 8 

"lower inflation** 5 

' 7^' ' 138 
Compemy Factors 

**Sales increase** 24 

"Market expansion** 12 

**Marketing effectiveness** 11 

"Competitive strength" . 11 

**Product development** 11 



Ifetf customers** , ^ " - 4 



Location Factors 



\ 



73 



Government a*-titudes/ regulations 12 
Government funds avail2ible , 10 

State taxes ^ 5 
Balanced government budgets 5 

32 
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*** ' 
Second to the economic climate importance were several **ccmpany f ac- ' 

tors," or factors. that the xjon^any was felt to have coirtrol over. Host^often 
mentioned was "a salBS increase." ihis response cloesn't provide much under- 
standing, but the several marf:tftin9^related factors that follow indicate a con- 
cern about being able to compete effectively and to be able to develop new prod- 
ucts and markets. 

Oily 32 re^^ndents mentioned location factors* that would influence 
growth— i^ems that could be used to differentiate one location from ancrther. A 
dbzen respondents indicated concerns about regulations and government attitudes. 
Almost as many (10) were concerned that government have adequate funds to pur*- 
chase the services the ccxapanies were offering. Oily five respondents mentioned 
the level of state taxes as important to expansion. 

ihe general economy clearly seems to be the most crucial factor related to 
employment growt'h in the District 4*economy. 

FOOTNOTES 

^Wisconsin Department of Ihdustry, labor and Etman Relations/ Wisconsin 
anploymenf and B&onomic Ihdicators (August/ 1979 and J^ly, .1982). ^ 

^Kay Plantes, Wisconsin Manufacturing; A Development Strategy for the 
1980*s (Madison: Wisconsin Department of Development, 1982)/ p. viii. 

^i«consin Department of Ihdustry/ labor and Bunan delations/ Wisconsin 
Industry Proj^actions to 1990 (Madison: June, 1982), pp. 6-7. 

%illiBun A* Str«uig, The Wisconsin Bconoj^ in 1990: Our History/ pur Pre* 
sent,. Oar Future (Madisoh: diversity of Wisconsin^-Madiaon School of Buaineas, 
June/ 1982) / p* 18. 

Wisconsin Departiaent of Ihdustry, Labor and HLraian Relations/ pp. 6-7. 

* 

Sffilliam A. Strang, p. 18. 
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V. RESULTS: AIJtICIPATED TRAINING NEEDS 

The results of the previous section' suggest two general conclusions. 
First, by 1990 employment opportunities are likely to be strong and unemploypdent 
rates (at least among trained personnel) are lively to be low. This bodes 
favorably for both the continuing/importance of vocational training and the 
longer term economic well being of vocationally trained ^graduates. 

The second ^conclusion is, however, of more ijmnediate interest. In the near 
term, employment opportunities among District 4 mployers will depend heavily on 
general economic conditions. Given this state of affairs, it could be expected 
that employed perceptions of training needs would, to some extent, also reflect 
their perceptions of the general economic climate. Ihe first portion of this 
sec^tion addresses that question. Subsequent portions of this section report 
results of employer perceptions regarding skill training needs, orientation 
training needs, and managerial training needs. 

ECpNOHIC CLIMATE AND TRA^t^lT^G NEEDS , ^ 

^Table 5-1 contrasts interest in District 4 training assistance between the 
fims that expect to expand employment (assuming static en^lo^ent conditions) 
and firms that expect theiz employment will remain the same. The table shows 
that not only are firms planning expansion more interested in new employee,' new 
skills and new jobs training assistance from District 4, as would be expected, 
butjl^hat they are also more interested in training assistance for managers and 
current employees, m short, firms planning to expand even if economic condi- 
tions remain unfavorable show greater interest in District 4 assistance for all 
Ijypes of training activities. 
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TABLE 5-1 

INTEREST IK DISTRICT 4 TRAINIWS ASSISTANCE AS A 
FDWCTION OP EMPLOYMEWT EXPECTATIONS 

Bpployment 
Bcpand Remain the same 

Nfew employees 40% 19% 

Jobs ^^ch are expected 23 7 
to change 

tfew jobs 14 6 

Managerial seminars 74 51 ' * 

^Current employees 40 , 15 

Table 5-1 ^ua suggests that en^loyer interest in vocational training at; 
all levels is tied rather closely to their econonic expectations. An improving 
economic climate will not only Increase employer demand for traditionally ' 
trained vocational graduates/ but wil^ in all likelihood also increase demand 
for on-site training and nontradltional training (e.g., managerial training)* ^ 
At the same time, cheuiges in the economic climate in favorable or unfavorable 
directions could alter the demand for District 4 training assistance reported in 
subsequent portions of this section. 

SKILL TRAININ8 NEEDS 

Major parts of both the mail survey and on-site interview survey were aimed 
at obtaining information on employer perceptions of skill training needs and peif- 
ceptions of how District 4 could help in meeting those needs, such needs would 
likely emerge in firms that anticipate changes which require new jobs or expect 
, jobs to change. In 2uidition, however, employers might perceive that currejtit 
employees would benefit from an upgrading of skills through training. 

Hail survey respondents were asked to indicate Aether they had training 
needs for current employees, and if so, ^rtiether they believed that District 4 
could be of assistance in meeting those training needs. Similar questions were 
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asked about training needs and District 4 assistance for anticipated new skills 
and jobs. Somewhat surprisingly, firms reported the greatest training needs for 
current employees, fliirty-five percent of the firms felt existing employees 
trould benefit from additional training. KLneteen percent anticipated tredning 
needs because of jobs which are expected to change and eleven percent saw train-* 
ing needs resulting from new jobs. 

Wble 5-2 shows the percentage of firms/ by siae/ that indicated an inter* 
est in District 4 training assistamce for each training category among those 
firms who perceive tredning needs. Across firms of .all sLze and training cate* 
gories, about half of the employers who perceive training needs believe that 
District 4 assistance could be useful* . Ihis is pzurticularly s^gnific«uit in the 
case of current employees since, as noted; over one*third of area employers per- 
ceive that these employees could benefit from tredning. 

TABtB 5-2 

PEPC£mAG£ OF EKPL0VERS IITFERESTED IK DIS^TRICT 4 . 
ASSISTAUCE AHCW FXBHS with PERCBIVEb TRAIKI14G NEEDS 

Percentage -wanting Assistance*^ ^" 



lumber of 
Employees 


listing 
BftpXoyees 


Jobs ffhich Are 
Qcpected to Change 


■ Jobs 


1 to 9 


36.0% 


55.6% 


44.4% 


10 to 24 


51.7 




50.0 


25 to 49 


81.8 


71.4 


100.0 


50 to 149 


28.6 


40.0 


66.7 


ISO or more 


55.0 


50*0 


42.9 


weighted flverage 


48.5 


46.4 


54.8 



^Percentage w«uiting assistance = NWber w«uiting assistance/nisnber of 
organizations with training needs x 100. 

*^ - 289 \ 
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Ihterest in District 4 assistance was even stronger for interviewed firms. 
About 70% of these organijsatlons expressed an interest in having District 4 
assist with training of various types* 

Table 5*3 summarizes ^he occupations (in the words *of employers who 
responded to the mail survey) where training is or will be needed* The values 
in the table represent the percentage of times a particular occupation was iden- 
tifi^ among those employers who indicated shill training needs* A more 
detailed list of employer responses is presented in Appendix F* 

TABIDS 5*3 

OOCOPATXOHS IN WHICH SKItL TRAIHXfIG IS ^ 
HCBm>ED AMONG DISTRICT 4 IMPLOYBFS 

Perctentaqe' indicating Msed^ 

Jobs Which * 



Occupational . ^ Current 
Grouping Jobs^ 


are ^pocted 
to Cheuiqe^ 


NSW , 
Jobs^ 


Ooniputer related , \ 


9 

13% 


35« 


36% 


General business administration 


26 


2 


18 


Traditional office/clerical 


12 


2 


3 


Wbrd processing 


6 


12 


9 


NC machining ■ ' ' 


0 


5 


• 9 


Sales/marlceting 


6 


4 


15 


Electronic technicians 


A 


14 


6 


Hedical/dental 


21 


18 


12 


Banking ^ 


13 


26 


9 


Haintenance 


7 


5 


0 


Auto/truck technology 


6 


7- 


3 


Construction y \ 


5 


0 


3 


Machini'^t/ tool and dii h 


10 


■ 0 


0 


welding 


4 


0 


0 


Wbcdworking 


10 


0 


0 


He tail sales 


5 


• 0 e 


0 


Electrical trades 


3 


0 


0 


Minting 


7 


. 0 


0 


Newspaper 


4 


0 


0 * 


Quality control 


2 


0 


0 


Miscellaneous technical 


16 


5 


IS 


Miscellaneous unskilled 


12 


5 


9 


^Percentages were calculated based 


on the 


number of entployers In 


each 


grouping who indicated training needs* 


Tstals 


need not equal 100%. 




**ll"105 









°(HS7 
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Two findings suRvteurized in Table 5*3 are especial^ notemrthyt First/ 

amon^ current jobs, area employers see training in general business administra* 

tioi> skills as the single greatest need. This fihdlng/ coupled with the finding 

indicating that many eur^a employers view District 4 as an appropriate source of 

admininstration training (see subsequent' section on managerial training) has 

* * 
potential implications for District 4 program developnent. 

The second finding of special^ interest is the large percentage of computer- 
related job changes and new jobs that employers believe tafaining is appropriate 

fbr. This J finding was .reinforced by the results from the on-site interviews* 

* — 
fibout *10% of employers felt current employees needed computer training and over 

15% .sav computer training needed within the next 3*5 yeaurs. 

Kail survey employers were also asked Mother outside training assistance^ 

could J>e-helpfui, ^ind if so, whether they preferred on-site training/ off-site 

training and/or whether they preferred to hire new employees. For all categor* 

ies (existing, changed/ and new jobs) over' two^thlrds of the employers f«l^ out- 

side assistance wou^d be useful* Anong those/ the percentages of preferred 

strategies for assistance aure shown in arable 5-4* * 
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EMPLOYER TRAINING STRATBSY PREFBRBUCES 



Strategy 

Off-site classes/ seminars or 
worHshops using outside 
assistance 

Qi*site classes, semineurs or 
.workshops using outside 
assistance 



Parcentage Ch6osing Strategy 



existing 
Jobs 

41% 



21 



Jobs Which 
Are ^pected 
to Change 

49% 



36 



43 



35 



Haw 
3bbs 

54% 



22 



54 



Hire new employees 

, ^Percentages calculated based on the number of employers who indicated one 
or more preferred stategies in each category, ibtal need not equal 100%. 
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Qa^site interviews provided more specific informa-tion on the methods. Dis* , 
* trict 4 employers view as useful for delivering training services* %ese \ 
responses are reported in fiible 5-5# Although 15% are interested in in^plant, 
22% view short courses and seminars as a useful medium* , 

r TABI*E 5-5 

EMPLOYER PEPCBPTIOHS OP HCW DISTRICT 4 CAN 
ASSIST WITH TRAINING, FOR HEH AND EXISTING ' 
EHPtOYEES 

District 4 Bole ' ^ Percent of Itespondents Reporting^ 



Ih'plant courses " ^ 




15% 


Short courses/ seminars 




22 


On-the-job training 




4 


Nsar the plant 




4 


Brening courses 




13 








Design in-|>lant' training 




2. 


^ain instructors 




2 


Hake instructor advice acceiasible 




2 



^^sponses need-not total. 100% 



ORtEWTATlON TRAINim 

. information obtained during the pilot testing phase on the mail survey sug- 
gested that a substantial minority of employers condupt or see the need to con- 
duct new employee orientation training and that a number of these might be 
interested in District 4 assistance* Accordingly, questions were asked on the 
final siLTvey regarding orientation* Table 5-6 shows the percentage of respon- 
t dents, by size, with orientation programs and the percenteige interested in work- 
ing with District A to. develop a new or existing orientation program* Itie tetble 
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shows that employee orientation 'training is positively related to employer size 
as one would expect. However, interest in District 4 assistance is highest ^ 
among es^loyfrs.of less 'tlutn 10-^ en^loy^es and 50 or more employees. 

,^ ' TABLE 5-6 

* lOTKREST IN ORIEOTATION T?^NIISK3 BY EMPLOYER SISE 



14umber of 
Etoployees 

1 to 9 

10 fco 24 

25 to 49 

50 to' 149 

150 or more 



^ Percent With 
Proqraro 

< ■ 41 

48 
56 
81 



Parcent 
Ihterested in District 4 
Asaistauice 



23% 

20 

17 

36 

26 



MANAGERIAL TRAINING 

Although vocational training programs do not traditionally deliver . manage- 
'rial training/ questions ware asked regarding area employer interest in manage* 
rial training if offered by District 4* Respondents to the mail survey were 
asked to check any of 42 p^^ospective topics j^pread over general management/ 



accoun€ing/f inahce/ Human resources, production/ marketing and otfier* ~ m gen- 



^sp^orc 



eral/ respondents showed a very strong interest in District 4 offering one or 
more such courses* Oie-half the responding firms checked art least one course* 
m general/ interest in such offerings was positively related to employer size. 
About a third of the smallest firms expressed an interest/ but ovgt two*thirds 
of the largest employers checked one or more^opics* 
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TABLE 5-7 



RWOaWG OP THE WEmr-FlVE HOST FBEQUEWTLY 
CHBCICED HAKAGEMEfrr SEMXHAK TITLES 



Seminar ^ Percent aidicatin? interest 

Supervisory slcllls ' 25% 

Decision making and problem solving / ; 18 

Strlsss managwent 16 

*^Credit and collection 15 

Cost control 12 

Wrsonnel policies ^ 12 > 

Gaining and developnent ^11 

Cost accounting ' ^ , ' 11 

Profit planning ^ ' ^' 11 

Ifew product development 10 

Salesman training 10 . ' 

Data processing^ ^ iO 

Becruliaiient and selection 10 

Advertising . * 10 ' 

fiwrJceting strategy " 10 

Hisk managanent 10 

Inventory control 9 

Affirmative action and EEO " 8 

Quality control ' # ^ 8 ' * _ 

— Compensation^ . S 



Purchasing 7 ^ 

Labor relations 7 ' 

Capital expenditure euialysis 7 

Breakeven analysis 7 ^ 

Table 5-7 shows the percentage of respondents who checked the 25 most fre*- 
quently chosen tojpics* The table shows that general management skills in par*- 
ticular are of interest to respondents # Jippendix G reports the- frequency with- 
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\fhlch;each topic was checked by functional area. Table 5*8^ reports the time 

f * 
preferences for management seminars among respondents checking one or more 

topics* . ' ^ ^ 

TWIlB 5-8 

EMPLOYER PREPEREllCES FOR HAHAGEMEMT 

. SEMINAR TIMES 

^jjng P^cent Didicatlng preference 

Morning , , - , 12% ■ " ^ 

Afternoon (1j00-3j0ff) - ' 8 * 

Late aftemoon'O :30-6jOO) ^ 14 

Bre^iing (6«00-10jOO) - 43 

Saturday 6 * 

Wb Preference * 17 
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VI. REgDlLTSt OTILIZATION AHD EVALUATION OF DISTRICT 4 GBADDATES 
The previous section showed that are^ employers see subst«uitial training 



needs among current ^uid an£d.cipated employees. it> also showed that em:)loyers 



see District 4 as a logical source of training expertise for these employees 
both in traditional and emer^ng skill areas, but aldo a potentially useful ■ 
source for orientation and managerial training as well* ^ 

Ihe present section reports information obtained from the mail survey and 
on-site interviews regarding eurea employer utilirations-of District 4 graduates 
and employer evaluation of the quality of those graduates. 

CTTILIZATIOW OF DISTRICT 4 GHADOATES 

1 

As discussed In Section III and Appendix A, about 40 percent of the mail 
survey respondents en^loy or have employed District 4 graduates. As noted, this 
percentage likely overstates actual District 4 employment penetration among area 
employers because only about 30 percent of nonrespondents employ District 4^ 
graduates. ^ ' ' \ ' 

Oont^lct's between' District 4 and employers * 

Table 6-1 shows the ^degree ±o which Disl^rict 4 contacted organizations 
regarding employment of graduates as well as the degree to which organizations 
initiate Contact with District 4 when they have an opening. ' About half of the 
organizations surveyed have been approached directly graduates seeking ' \ . 
'employment. Cne^fourth contact District 4 i^n they have an opening, and about 

a -fourth have been contacted by District 4* ^ ^ 

t , # 

How graduates were hired . Hie largest percentage of graduates were hired 
at their own initiative; a finding consistent with other studies* Other methods 
used by graduates to obtain employment variod considefralUy, as shoWn in Table 
6-2 and Appendix R* ' 
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TABLE 



EHPLOYHENT OF GRADUI^TES 



Eao^loyer contacted by 
District 4 

District 4,graduate(s) 
applied to emplo^r 

E3aplt>y«r contacted 
District 4 



Psrceittaqe 



25.4 



49.8 



26.4 



Since respondents could anr^r yes or no to any of these thre^ categories 



the t<ytal need not equal. 100% 

# 



tOTLK 6-2 ' 
HOW DISTRIC* 4 GRRDOATES WERE HIRED 





. Hail 


Survey 


Qn-Sitfr 


Ihterview& 


> 

ftethod* 

* * 


^tWber 


Perceatage* 


Humber 


percentage 


Graduates* initiative 


65 


50.8 


22 


44.9 


District 4 placement office 


23 
• 


18.0 


21 

* 


42.9 


District 4 instructor 

• 


21 


16.4 « 


20 


401.8 


Ebiployee referrals 

< < * 


28 


21.9 


8 


16.3^ 


Itewspaper^ ^ 
-Othier*^ "™ 


43" 

* * 


-~33;6' 


ia 

12 


36.7 
"7— 24.5" 




Don't loio*/* 


9 


7.0 







c 
d 



Since employers could respond yes or no to each method, no overall 
totals are provided. Percentages were derived using th^number of - 
es^loyers among surveyed and interviewed organizations who en^loyed 
District 4 graduates. ^ ' - 

This category was not included oh thje mail survey. 

See Appendix H for a list. . ^ 

Itiis category wa^ not included on the interview questionnaire. 
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Valuft of contacting ^ployers . While rrable 6-2 sliows md&t jobs were 
attained through the graduates* initiative/ contacts by District 4 appear very 
useful. Table 6*3 shows that organisations. are much more likely ^o contact Di£ 
trict 4 .when they :iave m opening if they have been previously contacted by Dis 
trict 4. Mditionally/ Table $**4 shows that employers are much more likely to 
employ District 4 graduates if they hava been contacted. HDwever/ the reader 

y 

TABLE 6-3 

EFFECT OF DISTRICT 4 COWTftCT ON AK mPLOYER*S 
LIKELIHOOD OF COWTACTING DISTRICT 4 
MOOT EHFLOYMENT QPP0RTDN1TIES* 

t ^ i 

! 



Contacted by District 4 



Contacts District 4 


Tfes 






Yes 


' 17.^0% 


7 

10.4% 

J 


27.44 




9.0 


^3.5 


74.0 




26.0 


/ 72t? 


100.0 



*N =- 288 



J 

i 

TABLE /fe-4 



EFFECT OF DISTRICT 4 COWTJCT ON WHETHER 
' RESPONDING ORGi^ZATION EMPLOYS ^ 
DISTRICT ^ GRADDAPES* 



£knploys District Contacted by District 4 

4 Graduates Yes Ito 

' Yes :* 22.4% 20.3% 42.7% 

Ito 4.3 53.0 57.3 



i 



26.7 73.3 100.0 



*N « 281 
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should be cautioned that ^ oause/effect relationship cannot be clearly estab- 
lished from these findings. Furthermore/ there is a potential size of employer 
effect in both Tables 6-3 and 6-4. tfevertheless, the evidence suggesfts that 
District 4*s attttBpts tp establish « relationship with employers "pays off" with 
respect to plac^ent of greiduates. 

which employers shoald Eistrict 4 contact to, place graduates? X3p to the 
present time^ data shows that District 4 has contacted primarily larger employ- 
ers. Howevep/ those aiiployors *rtio indicated that they would expand employment 
in aui improved or static economic climate were not necessarily ^he largest 
employers. Ihis is shown in ll^le 6-S. 



Number of 
Smployees 

1-9 

10-24 

25-49 

50*149 

150 or more 

f H 106 
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TABLE 6-5 

ORGANIZATIOmL PEPCEtTTAGE OF EMPLOYERS 
THAT PLAN TO EXPAND EMPLOYMENT BY SI2E 



Percent .Indicating Plans for Dqpansion 
of Snployment 

Static Dcfonomic 



Improved ecfonomic 
dlmate^ 

45.7% 

45.8 

SO.O 

55.2 

36.7 



Climate*^ 



14.4% 
19.1 
17.9 
10.7 , 
6.9 



The tentative iriplication to.be drawn from these findings is that District 
4 should pay more attention to establishing relationships with smaller firms as 
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an additional avenue for finding graduates employment, since they are equally 
likely to have openings. 

EVALUATION OF DISTRICT 4 ORADUATES 

Qyerall evaluations * ' teble 6-6 shows overall ratings of District 4 grad- 
uates* work habits obtained from ' ^ mail survey respondents. Of those respond* 
ing over 9SJ*e reported that District 4 graduates' work h2ajits were satisfactory 
or better, and over 80% reported -they were good to excellent* 





* TABIiF 6-6 




— to 


RMINGS OP WORK HABITS OF DISTRICT 4 


GRADUATES 




number 




Ratings 


Responding* 


Percentage 


Dccellent 


30 


24.8 


&ce llent/Qood 


5 




Good 


67 


55. 4\ 


Good/ Satisfactory 




s.p ■ 


Satisfactory 


8 


6.6 


Satisfactory/Fair 
> 


0 


0.0 


Fair 


« 


3.3 


Fair/Boor 


0 


0.0 


Poor 


I 


0_.8 


^tal Responding 


121- 


100.0% 


*Five '*don*t 


know" responses were omitted. 
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Table 6-7 shows employer ratings of occupational preparation of District 4 
graduates. JUst over 70% indicated that graduates were either better trained or 
far better trained than employees without such training. 

TABLE 6-7 

RATIWGS OP OCCUPMIONH. PREPARATION OF DISTRICT 4 GRADUA!PES 



Ratings 

Far better trained 

Far better trained/ 
better trained 

Better trained 

Better trained/ 
etbout the same 

JIbout the same 

About the same/ 
less prepared 

Less prepared 

Less prepared/ far 
less prepared 

Ear less prepared 

Total Responding 



number ^ 
a 



Responding 
^ 18 

54 

6 
23 

% 
0 

1^ 

107 



Percentage 
16.8 

2.8 
50.5 

5.6 
21.5 ^ 

0 

1.9 

0 

p. _9 
100.0% 



^Sixteen **don*t 3cnow* responses were omitted. 



l^ese two findings are fairly consistent with those of studies in other 
states*^! Bnnployers generally rate vocationally-strained gr2iduates* work h2ibits 
as good or better/ and tend to view occupational preparedness of 9r2iduates as 
superior to non-gr2tAuates. It was not/ however/ feasible to statistically com- 
pare the present findings with those of other studies. 
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Braluation by other cheuracteristics . Staiall sample sizes often precluded a 
satisfactory statistical test of ratings as a function of other variables* 9&W" 
ever/ as the tables in Appendix E suggest, no differences in evaluation were 
found as a function of respondent position. Hi addition/ other analyses did not 
reveal differences in evaluation by industry or geographical location of 
responding organisations. * ' 



Graduates' strengths and weaknesses 

Bnployers were asked several questions during on-site interviews that were 
not asked on the mail survey. The first solicited impressions of graduates* 
preparation for work with regard to strengths and weaknesses- ISibie 6-8 summar- 
izes employer comments. It would appear that employers perceived graduates* 



TABtE 6-8 

mPWYER PEPCEPTIOMS OF DISTRICT 4 
^GRADUATES* STREtlSTHS AM) WEAKNESSES 



Strengths 

Highly motivated 

Ihdependent 

Prepzured for work 

Itoowledgeable 

Skilled 

Dedicated 

f^le to solve problems 
Generally favoretble 



Percent of Times Indicated 

15% 

2 
33 
t3 
19 

2 

2 
26 



Weaknesses 

Lack of on-the-job experience 
Wbrk ability 

lack of knowledge in skill area 
Hath'aaatics 
delations with peers 
Cotmnunicartion skills, 
^pectations H:oo high 



19% 
8 

22 

4 

4 
11 

2 



^Bnployers responded i:o open-*ended questions. TDtals may include more than 
one response from each.. N ^ 54. 



greatest asset to be their preparation for work • l^is Is corroborated both by 
their responses to the corresponding mall sttrvey question, and by their 
responses to another. Interview question asking Whether or not graduates were 
productive as soon as hired. Seventytw percent of the interviewed employers 
answered yes. 

Bnployers saw two primary weaknesses in gr2uiuates when they reported any* 
The first W2ts a ifack of on*the*jot) experience, ^e second was a lack of knowl-* 
edoe In their particular skill eurea. However, the nature of the sample and lack 
of breakdown by District 4 program makes It unwise to draw any firm conclusions 
from these comments. 

FOOTNOTES 

^See, for example, Asche, p. M. and Vdgler, D. E. 3\ssesslng employer sat* 
isfactlon with vocational education graduates . Columbus* OHs T*ie Msitional Cen- 
ter for Besearch in vocational Biucation, 1980; Mian, R. G. and Oorth, w. P. 
Questions of efficacy:. A review of state surveys. VticBd , J^rll,<1979f VOgler, 
D. £. «uid Asche, F. M. Survjeylng employer satisfaction with occupational e^uca** 
tlon: State of the art. Jburnal of Studies in technical Careers , 1981, 3, 135- 
140. ^ 
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APPENDIX A 



METHODOXOGY 



It&ble A^lr minber of Dnployees in Responding and NDnresponding Organizations 

Table : - llUmber of Organizations Baplo^ng District 4 Graduates in 
Hesponding and Itonresponding Organizations , 

Table A*3: industrial. Classification of Surve^^»/and Ihtenriewed Orgeuiizations 

It&ble A'»4: Location of SiL3rveyed and Interviewed Orgeuiizations 

It&ble ^5: Number of BtLpIoyees in Surveyed and Interviewed Organizations 

Table ^6: Position of Respondents in Surveyed Organizations and Position of 
individuals Interviewed 
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EMPLOYER MAIL SURVEY 

Instrumentation * t 

A specialized instrument was developed to elicit information from area 
employers for the purposes of this study. Hi initial pilot instrument 
developed in January 1982 and given to 50 ^p^loyers attending a District 4 
placement s^itinar in mid^^bruary. From their responses and suggestions and " 
from recommendations of Dr. Itowrasteh, a second pilot instrument .was ccw^leted 
in late' March. Further input was solicited from District 4 instructors/* Kiy 
Plantes of the Wisconsin Department of oeveloiment / and William Strang, Director 
of the Bureau of Business ^search _at the Qtiiversi^y of Wisconsin. The final 
instrument (see Appendix B) was coo^leted in late April/ approved by Dr. 
Itowrasteh. 

The instrument is comprised of four parts. Part I requests general infor- 
mation about the employer and the respondent's position. Birt II asks i^nforma- 
tion relevant for placement of District 4 graduates and solicits ratings of 
their work performance. Part ill seeks to find oxtt what types of training 
employers may need for existing en^loyees with inadequate skills/ or employees 
who need new skills due to technological change « it also asks about training ^ 
for new jobs and managers. Bart ^ attempts to'gain data on employer's expecta- 
tions for future hiring. Space was left at the end of the siirvey to encourage 
respondents* suggestions regarding ways District 4 might improve its services to 
employers. 

Sample Selection ' 

The selection of a truly random yet appropriate sample posed a formidable 
^sk/ inasmuch as twelve coujvties and a select subset of industries constituted 
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the population of interest. Hie saunpling procediire chosen involved the use of a 
coittputerized mailing list and entailed the following steps : 

1. A list of all appropriate zip codes in the twelve counties of District 
4 was generated. 

2. Relevant industries were chosen by Standard industrial Classification 
(Sic) code. Ihe choice was based on such factors as whether the indus^ 
try corresponded to a District 4^ degree program, whether the industry 
was likely to hire District 4 4f^^^^^^' whether the industry was 
li3cely to utilize new machinery or technology, itot all relevant itidus- 
tries could be included due to fiscal limits on total dandle size. 

3* tbing the Wisconsin edition of County Business Bittems/ an- approximate 
, population count was calculated by SIC code ^tor the five most populous 

District 4 counties/ which would account for virtually all of the busi^ 

%/ 

nesses. 

4* Gqual sil^ple sizes for each siC code were generated by taking the total 
number of businesses in an SIC category obtained above and dividing it 
by the value of "n" which would yield an approximate sample size of 35* 
40. For example, there were 84 banks in the five most populous counr 
^ ties, so "n" was sefc equal to 2. 

5* ' l^e computer was Instructed to search all zip codes for each SIC code, 
and then select every n^*^ business in that SIC code. If the population 
count was less than 40 for a specific ^Ic, the entire population was 
selected. 

6. j){>proximately 1,400 firms were identified from the procedure above. tS 
ensure that the 2iddresses were up«to*date, each address was cross^ 
checked against a current 'telephone b^jk. Ihose not in the telephone 
book were discarded. 
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' 7. Bach r«maining firm was coded with a iinique four-digit identifier and 
the SIC code. At the time of mailing^ these numbers were transferred 
to the survey so that returned surveys could fi^inientified. 

8. m early jUne, 899 surveys were mailed along with a letter of explana- 
tion (^ee ^pendix B) and a business reply envelope. 

9. A second mailing went out in late june to nonrespondi}.ng fiirms accccn- 

* 

panied by a follow-up letter (see appendix |)., 

RBspondents , ^ 

'nie instrment and sampling procedure "took into 'account criticisms raised 
by Asche and Vogler in their review of similar «nployer mail surveys.^ Previous 
studies were found to be limited because : 

a. They typically result in low response rates ("often less than 20 
percent" ) 

b. Ihey usually fail to assess possible nonrespondent bias 

c. They often ^ail to control for "level of respondent" *' 

d. ^Ihey frequently have a high degree of '*don*t know" responses 

A* 

The present study wets carefully designed in an attempt ^to avoid these 

methodological pitfalls. A follow-up mailing was employed to increase the 

+ * 

response rate/ and a sample of nonrespondents was conducted ^o estimate 
nonresponse bias. An accompanying cover letter attempted to direct the survey 
to the most appropriate respondent. Data analysis was undertaken to examine if 
the level of respondent position influenced the results. The present section 
describes characteristics of the final sample of respondents and addresses the 
criticisms of prior mail surveys* 

Pesponse rate . Two hunteed and ninety-nine organizations out of the 
original mailing of 899 returned surveys, representing a response rate of 33.3*. 
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Sidttatries etnd- loeatloa of respondents . Hesponding organizations are 
listed by industrial category In Tftble A-3. Bespondents. represent 52. 
communities in District 4 <see Appendix C) . ^ble A*4 provides a summary of th^ 
nuokber and percentage of organizations « in e2ich of the six areas of District 4. 



Sample representativeness . It will be recalled *that the' sanipling .procedure 
was random, but not representative of all businesses in Dislfriot 4, since only 
certain siC codes were selected. Thus#' it is inappropriate to compare the 
percentages of siC responses or the distribution of organizations by number of 
employees to availetble populat4.on data. Inste2id# a telephone follow*up of non-*^ 
respondents was conducted to determine sample representativeness.^ Itonrespond^ng^ 

organizationsWere selected by pre-assigned identifier usina$..x^nl^^ number 

* ^ ^^^^""^ *■ 

tattle. Two questions were asked of those^^S^l^ct^^ST^the number employed, and - 
whether or^not anxjwfe-'gfaduates of District 4. Table A*1 shows the number of 
employees in responding and nonresponding organisations. Table A*2 shows the 
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number of organizations employing District 4 graduates for both responding ^nd 



nonresponding organizations- 



Number of 
Snployees 

1 to 9 

10 to 24 

25 to 49 

50 to 149' 

150 or more 



TABLE A-1 

mHBEH OF EMPLOYEES Iff HESPONDING AND 
NONRESPONDING ORGANIZATIONS 



-Itesponding Organiaaitions 



timber of 
^Organizations 



\ 



,122 

36 
35 
37 
289^ 



Percentage 
42.4 
20.4 
12. S 
12.1 

if 

12.8 
100% 



ttonresponding Organizations 



lumber of 
Organizations 

27 

9 

6 

7 

._3 
52 



Percentage 
51.9%r 
17.3 
11.5 
13.5 
.5.8 
lOOi 



A^n respondents did nol: answer this question. 

.. 51 
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TABIDS 

mJHBER OE ORGANIZATIONS EMFLOYIKG 
DISTRICT 4 GRADUAO^ES IK RESFOHDING 
AKD HONRESPOKDING ORGAHIZAO^IONS 



Responding TJcganiaations 

Ndokber of 
Qrqanizfttions / Percentage 



ttonresponding Orgetnigatioris 



120 
161 

28 1^ 



42.7 
57"t3 
100% 



Ctatber of 
Organizations 

16 

' ' i6 
52 



Percentage 
' 30.8 
69.2 
100% 



^Eighteen respondents did not answer this question. 



Chi'sguare tests wtee performed on, the data in both ^[^les iWI and a-'2 to 
determine if the null hypothesis (no difference between respondents and non- . 
respondents) could^e rejected. * Ihe results^Cx^ ».3.14, d.f. 4, Table A-»1; 
X ■ 2.1/ d.f. 2, Table A-»2) indicated that in neither case coUld the null^ 
hypothesis be rejected (p < .05). Despite these^ statistical' results, it \s 
probable that our respondent^ slightly overrepresent large' employers (n >^ 150)- 
and utfd^rfepresent small employers (n^<' 10). ^ ^ 



Respondent Bpsition . ' Sach mailing label was addressed to the — 
"Owner/Manager** of the sampled^rganization «uid Irhe letter accompanying the 
survey read in part; "If you eure not familiar with all of the positions or 
training needs ot your organization, pass it (the survey] along to the most 
appropriate person." ^ ^ 

Table A-^ shows that the positions held by the person^ actually responding 

to the survey Varied substantially. (A list of the 69 "ot^er" respondents can 

* 

be found in Appendix 1>.) . ' ^ ^ 

The results of ISable A-e are potentially jcjcoblematical since it has been 
argued that responses to a survey of the sort performed here may depend on the 

52 ' ' . 
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position of the respondent. Ho assess this possibility several statistical 
tests "were performed (detailed results are reported in ^Ippendix E) . , Chi-square 
tests suggest no differences in e^raluatlons of District 4 graduates' work habits 
or in their occupational preparation as a function of respondent position. 
Mditional tests suggest that;^ respondent position was not related to perceptions 
of using District 4 services for technical training, interest in managerial 
training, or on expectations for future en^loyment. Respondent position Mfhs, 
however, related to organization size as woVild be expected. (Xmers, presidents, 
vice presidents and line managers were more likely to be the res£>OTident in small 
organizations; personnel or training managers were tnore likely to be the respon- 
dent in larger organizations. Overall then, the results ^ not suggest t^kt the 
respc^dents position influenced the results and hence subsequent analyses were 
performed on all respondents. ' ^ 

ewplOyer oi*-site survey 

Rationale ' , , , 

m order to supplement the infbrma^ion obtained via the mail survey, on- 
site interviews were conducted by District 4 instructors with area .employers . 
•Bie rationale for this was fourfold. ^ 

V 

First, mail" surveys are' limited due -fco -their standardized response , ^ 

formal. Efaiployers may have comments of potential value to District 4, but if, 
due to researqjbuer bias, appropriate questions aren't asked on i:he survey or 
responds are categorizedf the information can be lost. Having employers 
respond to open-ended questions allows for more complete responses.. % 

Second, utilizing District 4 instructors as interviewers allows employers 
to respond in a more technical ^nd occupation-specific vein. Because of the 
occupational breadth of Distriirt 4 employees, a mail survey must be general. - 
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District 4 instructors are able to focus, during' an interview, on potentially 
valuable information due to their technical expertise. ' 4 

Third/ as a by*-product of the interview process, DLst^ct 4 instructors are 
' apt to gain useful knowledge above and beyond that ^ich is pertinent ho this 
report. For example/ instructors reported informally *that they %fare able to' 
integrated employer advice into their classro^ activities!, that their , placement ' 
contacts were strengthened, and that knowledge of future trends in their "tech- 
nical area was enhanced. ^ ^ 

Fourth, and potentially most significant^ is the public relations value of 

J 

.having representatives of District 4 -contact arek ^ployers. As shown in d€c- . 

tion VI off this report, employers are much more likely to employ District 4 

graduates if they have been contacted by a representative of District 4. |^di- 

t^onally, many employers remain unaware of what District 4 has to'of^er them 

with'respect to such things as evehing courses , on-site training, or assistance^ 

with training program design. 

. '* ■ ' 

mstrqnentation 4S * - 

A preliminary qpaestionnaire was developed in-late spacing of 1982. The 
questionnaire wa^ given to partici^ting District 4 faculty and their comments > 
were solicited. Based on the resultant remarks and suggestions, the final ver* 
sion was generated, and approved by Dr. ttowrasteh in JUne (see ilppendix B) . 
^e itistrument has si^ parts 4 part I concerns background information on 
^ anployers and the intervi^ee. Part XI cbneists pf openrended questions regard^ 
• ing how District 4 graduates 'obtained ^ployment, ^at their strengths and weak- 
nesses ar«, and whether or not they ^afe productive when hired, ^rt XIX solic- ^ 
its employer pers^ctives on pr«3ent^^aining and training jneeds. part IV ^eeks 
'information regarding future areas in which employment is expected to increase. 

In 

or decrease. Part V looks at future training needs. Part VX consists of a ser-* 
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ies of structured questions designed to obtain interviewer comments on the 
interview. 

sample Selection 

The pro. adure for selecting mployers to be interviewed differed substanr 
tially from the mail survey. effort was made to generate a random sample 
which would be representative of District 4 e&iployers. lather/ 54 employers 
.were selected nonrandcmly at the convenience of those District 4 instructors who 
elected to participate in the project, m most cases, instructors already had 
contacts within the targeted organizations. A list of employers and interview- 
ers is provided in ^pendix B. 

Interviewer Preparation ^/ 

To ensure a degree of uniformity in the interview process, interviewers 
were briefed by Dr. Itowrasteh in a meeting prior to the start of the visits to 
firms, m addition, ^ set of guidelines was given to each interviewer (see 
Appendix B) . 

Description of F;ir tic ipa ting Qtiployers 

mduatries visited for on-si1:e interviews /* TOble A-3 shows that on-site 
interviews were conducted in the automotive, data processing, and printing 
industries at a greater rate, and' among all other identified industries at a 
lower rate than obtained in the mail survey. 

Location of :/n-site interviews . As shown in Tteible 72% of the organi- 

zations visited were in Dane county, a slightl/ higher percentage than 
respondents to the mail survey. Other areas received proportionately less 
attention. 
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TABLE Ar3 

INDUSTRIAL CLASSIFICATION OP SORVEYED AND ItTTERVIEWED ORGANISATIONS 



Industry 

Gantractors 
Manufacturing 

Radio/TV/ 
%lephone 

Wholesalers 

Department 
Stores 

Automotive 

i 

Financial 
Institutions 

Dat^a Processing 

Electronics 

Dental 

technology 

\ 

NUrskng Homes 

\l 

Printip^g 

H J 

Miscell'aneous 
or Uiknovm 



Mail Survey 



NWber of 
Organizations 

19 

t14 

11 

17 

10 ' ■ 
51 

10' 
4 

12 

33 

0 

7 

299 



Percentage 
6.4 
38.1 
3.7 

3.7 
5.7 

17.1 

1.3 
4.0 

11.0 

0 
2.3 

100% 



On-Si-te Interviews 



Number of 
Organizations 

0 

2 

1 

0 

6 
0 



0" 
0 



8 
14 

54 



Percentage 
0 

31.5 
3.7 

1.8 
0 

11. t 

0 

5.6 . 
^ .0* 
0 

5.6 

14.8 
25.9 

100% 



Electronics firms interviewed were either categorized as manufacturing or 
unknown due to unclear data on questionnaires. ^ . 
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TABLE A-4 t 






f 1 

I 


LOCATION OP SURVEYED AND ItTTERVlEWED 


ORGANIZATIONS 






Mail Survey 


cue-Site 


Uterviews 


location* 


Ntpober of 
Organizations 


Percentage 


Number of 
Organizations 


Percentage 


'East Dane 


85 


28.5 


21 


38.8 


Heedsburg 




15 0 


4 


7.4 


West Dane 


94 


31.4 


16 


33.3 


Fort Atkinson 


27 


9.1) 


3 


5.6 


vtc^z. ezxo ml 


19 


6.4 




3 . V 


Bortage 


34 ^ 


11.4 


1 


1.9 


Oat of District 
Or Chknown 


4 


1.3 * 


4 


7.4 


Ototal 


299 


100% 


54 


100% 



See i^pendix C for a brea3cdown of the communities in each category. 

Number of employees in interviewed organizations , interviewed employers 
were larger ^as measured by number o^ employees) than 1:hose who responded to the 
mail survey as illustrated in ^ble A-S* 

\ 

TABLE A-^ 

NtWBER OF EMPLOYEES IN SURVEYED AND ItTTERVIBHED ORGANIZATIONS 





Hail 


Survey 


, ' On-site 


Ihtervievrs 


Number of 


Nisnber of 




■v. 

Number of 
Organizations 




Bnployees 


Or ganl rations 


Percentage 


Percentage 


1-9 


122 


42.4 


10 


18.5 


10-24 


59 


20.4 


8 


14.8 


25-49 


36 


12.5 


7 


13.0 


50-149 


35 


12.1 




22.2 


150 or more 
Total 


37 
289^ 


12.8 
100% 


17 
54 


31.5 
100Y 



10 respondents did not answer this question. 
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Eteployment of Dtstrict 4 graduates in organizations visited for on-site 
interviews * ^ contrast to the mail survey ^ere 43% of responding 
organizations employed Dtstrict 4 graduates, 91% Off interviewed employers 
reported employing District 4 graduates. 

Positions of individuals interviewed . Positions of individuals interviewed 
within 'fims ^so appeared to differ from those who responded to the mail survey 
as shown in Table A-6. 

# — 
TABLE A-6 

POSITION OP RESPONDEHPS IN SOFVEYED ORGANIZATIONS 
AND POSITION OP INDIVIDORLS INTERVIEWED 



Mail Survey 



On-Site Ihterview 



Position 
Owner 

l^esident or 
Vice President 

Personnel or 
l^aining Mgr 

Manager 

Other*^ 

Total 



' Number of 
Organizations 

69 
82 



50 

22 
69 
292^ 



Percentage 
23.6 
28. 1 

17. 1 

7.5 
23.6 
100% 



ttaober of 
Organizations 

6 

5 

2t 

15 
_7 
54 



Percentage 
11.1 
9.3 

38.9 

27.8 
1 3.0 
100% 



^Seven respondents did not answer this question. 
^See J^pendix D ,f or a list. 



Interviews were conducted more frequently with personnel or training 
managers and general managers and less frequently with other identified 
respondents than in the mail survey. 



\ 
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FOOTWOTES , 

1 ' ^ 

A total of S6 telephone calls 'to nonrespondeirts were made* ihe 34 

organisations that did not answer the two questions fall into the following 

categories t 

Answering Biachine 2 
ttiable to answer questions 5 
Did not answer telephone call IS <^ 

Defused to answer 2 
Nomber out of service 7 
Out of business 1 
Other _2 

34 

^?sChe/ P. M. and Vbgler/ D. E» Assessing employer satisfaction With 
vocational education graduates * Columbus, OH; Hie National Center ^or Research 
in Vocational Sducation/ 1960* \ 

\ 
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APPENDIX B 
INSTRUMEmATIOH 

Mayor and City Manager Survey 

* San^Xe letter 

* Ihstrment 

Mail Survey 

Ihstrment 

* Ihitial letter 

* PoXlow-up letter 

On*Site Ihterviews 

- Questionnaire 
Ihterviewers amd 

Ihterviewed Employer 

- Guidelines 

- Letter to BnpXoyers 
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August 26, 1982 



Hr. Boderlc J. Schrod€r 

FO Box 192 t 

Columbus, UI 53925 

Dear Schroder: 

4 

The Vocartlonal Teclinlcal and A4ult Educatloa'Dlstrlct K6. 4 has asked us 
to briefly determine wbot Important changes In employment are likely In our 
at«a In* the nesct three years. Because mayors or other chief city officials 
are likely to be aware of changes that sty occur* ve have enclosed & brief 
questionnaire asking your best Judgment about major changes In prospect over 
this period. ^ 

This should only take a minute or so of your time. Your cooperation will 
be appreciated. Any responaes you give vUl not be associated with your name 
and will be Interpreted as simply a judgment of what Is likely to happen. 

Thank you for your cooperatlout Please return the questionnaire In the 
postage*pald^ business reply envelope that Is provided. 

SlncereXy* 



William A. Strang 
Director 

Enclosure 



6i 
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QOESTIOKMAIRE 

Brief Survey of Haj9r Employmeiit Changes 
Expected by 1985 



1/ Name of your city 



The following questions relate to changes In employment of 50 employees 
or more* i 

2* Are there any companies planning to open new operations In your city by 
1985? 

No Yes ^ 

Company Name Probable ^ Employmeftt 

' (your best estimate) 



3* Do any companies now located In your city plan any major additions In 
employment by 1985? 

No Yes ^ 

Company Name Probable AJiled Employmentr ^ 

(your best estimate) 



4. Do any companies now located in your city plan any major cutbacks In 
employment by 1985? 

No Yes 

Company Name Probable Lost Employment 

(your^best estimate) 



Please return Hhe questionnaire In the postage-paid business reply envelope 
*that Is provided^ 

o ' ' 62 
ERIC 
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MADISON AREA TECHNICAL COLLEGE 

ATM Vocation«L Technical tnd Adult Education/District fJo. 4 
^rt Aikinson • Mtd($on • Porugt • Rtadsbur^ • Wtt«rtown 

EMPLOYE'R SURVEY 
PART I. EMPLOYER INFORMATION 

, _ ' . . * SfC 

Rrm or orQamxadon rum* " 

Addrw/Oty/ZIp 



Appraximati numbor of omp)ov*«t «t thts location ——^—^^^ 
Your potftion in ihts Htm 

a Owrw: a Pr*«kl4firorViC«fti«id#n^ □ Pirsooflal Miruger 
a Oth*rtPf«m ipocJ*y) L 



a Ganecat O^ot; or Aim Manaflflr O Traming Director 



PART II. DISTRICT 4 GRADUATES 

1, Has a Dlf^fict 4 rayt si rrtrtv (taachtr, admtnistrator, coun9*lor) tvar contacted you about tmploviftg their vocational graduates in 
parmanem pifVtim* or fuU^tfmt poaHfons? 

□ Yaa a No □ Oontknow 

2* Oo you cofitact Dtstnct 4 wh*n yoo 'lav* an opening? 

□ Yas □ Mo , " " 

1 Has a Dis:rkt4graduait«v*f appltadfeaposftianwhhyourorgani^^ 

G Y«a ONo ODorttknow * ' 

4. Ooyoucurmittvtflqplcv.oriiaya.youevaf emp(oyedQistrict4gr3i^^ 

□ Yai, Number prasenttv empkived 
G No (PIMS* skip to FART I0> 

Considaradasagroup, the work habits of persons trained at District 4 \^oar^ now or have been err^loyed by your^m 
bast be Ascribed as; 

1 I 1 1 - • 1 

How would you raMihe overall occupational preparation of Disoict 4 graduates tn relation to that of other employees without such 
iraining? Distnct4dradtiatas are: 

t i ]^ ! I J ^ 

f9timf^V^ tM«p<pr«« A««Mi-ti*Mm« SMUT'lninM f*r ««n«r%«iA^ U OOnTkPOW 

5, How war* Distria 4 graduates hired? (Check as fnar^ categories a» appiy,) 

□ Graduate's initiative □ District 4 piacamem o^ca □ Ihrough Di3trtci4 instructor □ Currant emffoyea referrals 
a Other (Please spectfy) 

□ Don't Itrww 

PART fll. EMPLOYER TRAINING NEEDS 

To help design fffective programs, D{strict4 needsio know whsttraining may be needed-fbr: 
A. New emptoyees 

£mplovMs with ihadsquate ^lls 
Ci EmployMS in jobs which are sxpected to change ' 
a New }oba (in your firm} resulting from Winological changes or equipment Purchases 
E ^rianagers an4 supervisors 



EMC 
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Madrson Am Technical Coltog* Survey 



1. Dots vour firm havt a formal training or oriantation pro^m for nsw empEoyees? 
Q Y«s ' Q No 

2* would your ^rm ba intarestad in woriting with OSatrict 4 to fmprova your prasant oriantation or davalop ona? 
Q Yas Q No , 

fiL £mploy««c with fitadaquata SkBIs 

3, PlaasaJistarvyoccupationiforwhictitnintnQmaycun'amlvbanaadadduatoina 

is difficult 10 racnjit adaquataly trained ampioytas* , 
Th«n indicatt (uaing tha codea wNch follow) iha trainrng stratagy you axpact to follow. 
1 - No natd for outsida auistanet* intamat training program adequata. 
1 s Off'Sita cla^aas. saminara, or workahopa using ouukfa assifUnca. 

3 * On^aita daasas* saminan^ or iwrlcahops using outsida aaststsnca, 

4 * Htm now amployaas with naadsd skitia rf pd<sibi«. 

If youiad Orftrict4 migtit assist you initiif fraining, chacfctha appropnata space 

> ■ # 

Tra4h>o Oii^4 

StfStag^ asitctahca 

OccucMtion Skills and/or 6qttiom«m for which Training i* NacMSify {1 ^ 2^ 3, or 4^ might halD 



t 



C, Jobs Which Ara Expactad To Changa 

4t Plaaseidanttfy anyaidstrng oocupatiofts in your firm affactad bylachnological changa« naw aquipmantpurchasas^ or othar changes 
-forwhich employees will havelo acquire rmw skills^ 

Then incPcata (using me codes !n question 3) whichiraining strafegy you expectlc-foflow. 
If vwfael District 4 might assist you in thistraining, check ihe»apprcpdate space, 

Tratntng 0istnct4 

\ Stratagy tstlitanci 

Oocupatloft SkttlfWid/or €quipmafirfbr which Tratning ]m Ntcass«ry <1 , Z 3. or 4) mtght hatD 
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Madjton Area T^^nical Coll«gt Survey 



0. N«wJob9 

5. Pf«iM HiintTfy thow occvpatlon* ind jccomparrying ^ills which your f^rm ^ts/iofp'^stntiyAdvtfbutexpeclsto netd intht next 
thre* ytar) <ju6 io^vchnologiejl ch4rtg«t dr Mfuipment purchases. 
Then tr>dic«te (using the codes in qu«stion 3) which training strategy you expect to fdllow. 
If you feel Distria4 might assist you in Ihia training, chedciha appfopriate space. 



Training 0ismct4 
Strategv issisbiKt 

Occuoatioft Skills and/or Couipmentfer W^hTrtthlng is Itectsaarr (t< Z X orf) migVitHelP 



6L it you indicatad above ihat Oistrict 4^intng might be of use-to your^rm for ona or mora occupirtions. pfease providaiha name and 
phona mimber of an io^vtdual who could ba contacted by District 4^ 



.Fhone. 
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Mnagement TrsMng ' . 

7. Would menagers in your firm con;j«der antndfng the ftflowtng seminars or workshops held at Dfstrict 4 faculties? (Check if ar^ 
pUcabla.) Ptaasa list specific areas tfthfy reprasem a nead in your ofganizatton. 



,.Naw product devefopment 
..JRIak management 
.Coetaooounting 
_Rfdo analysis 
.J^rofH planning 
^Auditing 

.^.^nchisa inde?t/prof3Ja 
.^.Salasman -training 
..furcheaing 
.kivanto^ control 
..J^edit and collectton 
.p^jCapital expenditura anafyata 
l>sset manageflienf 
.J^H dtaplay 
detail sha selecaon 
.Exporting 
^iJlefocation 



*p.6reakavefi analysis 
_Coai control 
.J\4acketing strategy 
-Jtacruttment and 

selection 
.^raining and dovalopment 
^.JMrmaiiva Action 

and £60 
.Security 
^ipAolcaging 
^hysk;al distribution 
:.^Perso'inel poiicias 
^Labor relations 
.^^roduction scheduling 
.Quality control 
.Data proctfl^ng 
.Strategic pUnning 



When would beihe bea^time ^o offer tttesa seminars? 
'(Please number in order of praferenetp or indicate if you have no preferenca,) 
horning .Evening (ftOO-iaOQ 

.^emoon (1:00.3:00) .Saturday 
, t a t* afternoon (3;30*§:00l ^o prafarence 



-.^dvenising 

.Compensation 

.Beoefits 

.Jmroduction to patents 
*.^fOdii« safety 
_J>edaion making 

and prob<^m solving techntquea 
.Time management \ 
.Sjuparvisory sldJJs 
.Ofrect mail marketing 
.Stress managemefu \ 
.Other I- 



1 



\ 



\ 



Would it be important to limit participation to representatives in yoor industry? 
Q Yes a Ko 



/ 10. Whet other program charactanstics would make participation more attracbve? 
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PART IV. EMPLOYMENT EXPECTATIONS 

1. By Jinu«ry 1, 1985, rf th« cunwt economic dimattt impress, does your firm plan to: 



Madtson Arta Ttchnical Colta^a Survay 
Paga 4 



□ EipaMl amploymant (by 

□ Kaap amptoynitnt tha sama 

□ A#dtjc« amploymam (by 



Qaream) 



/ 



1 Sy January 1. ]98S^ jf thv curraii^ fconomio^dfmata worsens, ddta your firm plan tec 

□ EvpaMl fmploymam (by ' ptrc^ 

□ Kaap amploymant tha sama i 

□ RMtoa fmploymam (by ^ | ptieaAt) 

1 Sy January 1, 1d85v rf tha currant' aoonomie dfmata r§m§ins BSttis, doaa you> firm plan to: 

□ Gipand amptovmant Iby I parcant> ' - ^ 

□ Katp affiptoymant tna sama I ^ 

□ Daduca amptoymam Iby parcam) 

* i - " ' 

4 Nrt^fictoradoyiHjMwtUbamoar important in dattrmining whatnar or not vowr t^usinaas mtp^nds^tthistocBVon during tha 1982^ 
ISeSpariod? i 

Tha fl(joat Imgontm factors ^11 b« ^ 
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^PtUM US* th« 9p«ct Mow for «nv addftional r«in«r>(4 eoneamirty how District 4 could assist your orssnizatioa 

















1 

i 
i 

i 
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\ 
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Thank you for your participation^ 
A fousinasa reply anvelopa is provided for your convenience. 
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University Of V^isconsin ^§5^ Madison 

Graduate School of Business Bureau of Business Research 

1155 Observatory Drive 
Madison. Wisconsin 53706 



June 22, 19B2 
Dear Enaployert 

The Bureau of Business Hesearch at the university of Wisconsin-Madison 
is conducting a survey on bshalf pf Madison Area Technical College to 
determine the slclll ajSQ training requirements of local orgemizations . 
The information gathered will help in deciding which skills and oco^a- 
tions will be inost needed in the -future and ^ich courses and programs 
will best meet the present and future needs of your firm- The 'informa- 
tion you provide will be helpful to Madison Area Technical College 
Whether or not> you currently ec^loy or plan to enrploy'grad^iates. 

Please take the next ten minutes to complete the enclosed questionnaire. 
If you are not familiar with all of the positions or training needs df 
your organization/ pass it along to the most appropriate perso'n. The 
responses from your firm will be seen only by researcher^ at the, Bureau 
of Business Research. The confidentiality of your euiswej^ will be 
cpn^letely protected- ^ - , 

A business reply envelope is providecKfor yoCir convenience. , 

Thank you for your valued assistance t 

Sincerely, \ 



^xncerexy, \ 

William A. Strang {] 
Director 

B;ureau of Business Research , 



^cs. 
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University of Wisconsin Madison 



77r 

oryBf 

Madison. Wisconsin 53706 



Graduate SehooL^jf Business , Bureatif^of Business Research 

'1155 ObservatoryBrive 



July 16. 1962 

* ' 

Dear Employer: 

We aeed your fssistancet 

Several weeks ago che Bureau of Business Research ac the tJiiiversity of 
, wiscousin-Madisoa mailed your firm an Imporcahc quescloonaire. We have not 
' received your teplyj'and ask' chat yoii cake a few minutes now to complete the 
enclosed duplicate. 

The'' results of this survey yiU he used by Madison Area Technical 
College In planning courses and ^developing ^training strategies for area firms 
. Your reply will he useful regardless of whether or'^not you employ MATC^grad* 
uates or'make use of MATG services. All replies will he conf identialj seen 
o^nly i>y j:he Bureau of Business Research. ' ' , , 

If you are not familiar -with the various occupations In your firm^ . 
please pass the questionnaire on to the most appropriate person. A business 
reply envelope is enclosed for your convenience. 

fr ' I ^ r . 

Thank you for your help. The information provided hy the few minutes 
you invest in completing the survey will he extremely. valuable hoth to MATC . 
' and area firms. 



Sincerely^ 



WASljgk 
Enclosure 




William A. Strang 
Director^ Bureau (v^Business Research 
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ON-SITE ItiTERtfiEW QUESTIONNAIRE 



BACKGROUND INFORMATION 
Interviewer's Naine 
Oepartioent * 



Phone Date of Interview 

Company Name 

Address 



City Zip 

Principdi Busihess Activity 

Person Interviewed ; 

Title 



Note to Intarviawer t' 

Please indicate the type of unit your interview covers (i.e*, department/ 
entire plant, entire con^any/ etc*) and the number of employees in the 
unit* 

Unit Type _ Nuj:i>er of Employees 



EXPERIENCE WITH^MATC GRADUATES 

1* Do you have any employees that are matc graduates? 

Yes- Nuicber enJployed 

^ No* Skip to Section 



2* How were these graduates employed? 

_Graduate*s initiative En^^loyee referrals 

Placeitient office Newspaper 

Throu^ instructor Other 



3* Have you had firsthand exposure to the graduates* work performance? 

Yes 

No 



1 

/ 
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4. Considered as a group, what are your impressions of their preparation 
for work? (Record both strengths and weaknesses.) 



I 
I 
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5. Are graduates productive as soon as hired? 

I / 



YES ' ^ 



If not^ why (chfeck as many as are appropriate) 

i 



Inadequate 'technical skills 



Inadequate^ communication skills 
Difficulty in adapting to work rule ^ 
Slow learner/^^ow ability 



Elaboi +:e on above and/or other: 
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III. CURRENT TRAINING/TRAIHIKG NEEDS 

1. Do you currently have skill training for new or existing employees 
or do you need such training? 

VES 

^^^^ WO. Skip to Section IV, 



2, Describe the training or the training needed. 



3. Could MATC assist with this training? (Possibilities; train the 
trainers/ have employer call instructor for advice/ have HATC 
design plant specific training/ etc.) 
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rV, EMPLOYMENT CHANGES 

1. Do you expect to reduce employment in certain skill areas in-the 
next 3-5 years? 

If' yes/ 

No, of 

Skill Area Employees 



2. What new and additional kinds of employees (skills) will you be 
needing in the next 3-5 years? 

No. of 

Skill Area ' Employees 



3. Describe the industrial changes (i.e./ equipment/ technological « 
etc.) that could lead to these future reduct: *^s or increases in 
demand for skills. 
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V. FUTURE TRAINING NEEDS 



1 . Do you expect that your skill_ needs over the next 3-5 years will 
result in new training efforts in your firm? (DescriDe) 



2. Can HRTC assist in these training efforts; 
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INTERVIEWER'S COMMENTS (To be filled ouj: after the interview) 

* 

1. Comment on current strengths emd weaknesses of MATC graduates 
for this firm. 



2. Estimate the change in the niunber of employees and skill areas 
of this firm over the next 3-5 years. 
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Did your interview suggest change^ln current MATC training? 
(Explain) 



Did your interview suggest changes for future MATC training to 
meet this firm's needs in 3-5 years? (Explain) 







— 
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DISTRICT 4 ItTTERVIEWERS AND ItTTERVIEWED EMPLOYERS 








Greg Bricsonr ftood ^chnology 

Anerican Ifoodworking, Montello 

Windsor Homes Xnc, Madison 

Hick Boilding System Inc^r Mazonutnie 








Floyd JUdd, Electronics 

Tracor tbrthern Xnc, Middleton 
ITT Courier ^rodnal Systems , Ktdison 
Hi CO let instrmentsr Madison 
Wisconsin Powt and Lights Madison 
Madison Gas and Electric r Madison 








Gene Solberg^ Electronics 

Eagle Signals BaraU^oo « 

5araiboo Equipment Cbrp.r Barabco 

diversity of Hisconsin*Space Science, Madison 








Jim itowsamr Machine Trades 

Graber Company r Middleton 
Wisco Industries, ^egon 
Madison ICipp, Madison 

Sieders Manufacturing and Machine me*, Madison 
Flambeau TdoI Co., 5araboo . . 
Baker Manufacturing Company, Evansville 

EVCO, DeBbrest ^ 








Bob Johnson, Electronics 

Teletype Corporation, Madison 
Wisconsin Telephone Company, Milwaukee 
Jamesway, Port Atkinson 
Itorland Corporation, Fbrt Atkinson 
Gordon Flesch Company Inc., Madison 
Electric Motors mlimited, Madison 


J* 

V 






J* G. Hale, Electronics 

Gilson Medical Electronics, Middleton ^ 
Cames, Verona 

Digital Q^uipmsnt Corporation, Madison 
Hamlin mc, lake Mills 








Doug Redsten, Job Placement 
Wtebcrafters, Madison 


> 




• 


Dan Beyersdorf, Electronic;s* 
AMTELCO, Madison 

Bob Beimerl, Electronics 

Eaton Corporation/Durant Products, watertown 
Oscar Mayer Poods ODrporation, Madison 
Ohio Medical Company, Madison 
Control Products, Watertown 
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DISTRICT 4 ItTTERVIEWERS AND ItTTERVIEffED EMPLOYERS 

(continued) 

John Blrong, Electronics 
A. B. Dick, Madison 

General Elect rlcttedlcal Systems Division, Madison 
»CR, Midi son 

Chief Video and Electronics, Madison 
GI Supply, Madison 

Dick Virtue, Automotive Technology 

Ken*s Brake and Alignment, KcFarland 

Jon Lancaster Chevrolet, Madison 

Terry McCaughey*s Car Care Centier, Madison 

'niorstad Chevrolet, Madison 

Drovak Chevrolet Inc., Stonghton 

Anderson-McGinley inc*,. Stoughton 

Gary Gade, Graphic Arts _ 

ItoyXe Publishing Ca*,' Sun Prairie 
^ny*s Instant Litho Printing, Madison 
Snttle Press Inc^ , Waunakee 
%brafters, Madison 
Wells Printing Ca., Madison 
Litho Productions' Inc., Madison 
Widen Calourgraphics ltd*/ Madison 
w. D. Hord Coinpany, Port Atkinson 
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SUGGESTED GUIDELinES FOR 
COMDDCTIWG OW-SITB INTERVIEWS 



1) Before the interview, read through the questionnaire to make 
sure you know the questions to be asked. Feel free to ask ques- 
tions in your own words/ but be sure to ask all questions on the 
questionnaire. Follow up on interesting responses. 

2) You may alsd add questions or pursue' areas of personal interest. 

3) At the interview, introduce yourself and explain what you teach. 

4} Begin each interview by briefly explaining its purpose in your 
own words. Some points to covert 

a) MATC is trying to determine if current grads 
can b^ trained more effectively. 

b) MATC is trying to anticipate changing skill 
requirements resulting from business changes. 
This could result in new programs or changes 
in existing progreuns. 

c) MATC is trying to find out if there are new or 
additictfi^l ways it may serve the business 
community. 

5} Be sure to make the distinction between what the employers think 
MATC qan/shquld do (write these responses on the questionnaire) ^ 
and what you think MATC can/should do based on the employer's 
needs (write your ideas on the interviewer's coiranents sheet). 

6} While the interview is still fresh in your awareness/ answer 
' the four questions at the end of the questionnaire. 

7) Retuiai the ccanpleted questionnaire to Dr. Dar Nbwrasteh/ 
266-5071. 
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AREA VOCATIONAL, TECHNICAL 

and ADULT EDUCATION/DISTRICT No. 4 

21 1 North Carroll Street, Madison^ Wtsconslir 53703 



NOaMAH MtT«Y, OlttrtctOlrMor 



Dear Participant: 



Madison Area Technical College has always been vitally interested in seeking 
out nev^ ways to serve the business community, as well as ln^rove our existing ; 
services. ' The interview that you are taking patt in is one iniportant activity 
that will assist us In accomplishing these objectives* ^ 

m 

1. MATC is trying to determine if current graduates can be 
trained more effectively. 

2. MATC is trying to anticipate changing skill requireinejits 
resulting from business changes. This cotxld result in - > ^ 
new programs or changes in existing programs." 

3. MATC is trying to find out if there are new or additional 
ways it may serve the business community. 

The infomnation you provide will help us to evaluate our current programs, 
^develop new ones, and discover otiier avenues through which we may be of 
service to you. • *f t 

With the intontion of promoting an ongoing relationship, we ^encourage you 
to maintain contact with your interviewer -in- the future for technical advice 
or assistance, as well as for pl^ement purposes. 

Thank you for your valued participation. » 
Sincerely, 



Norman P. Mitby 
District Director 



HPM;OH;nc 



79 

ERIC 



/ 

/ 



74 



APPENDIX C 

NtMBBR ORGANIZKriOtlS RESPONDING TO MAIL 
SDRVEY FROM EACH COMMUNITY 



AREA 1; EAST DAHE (28*3%) 

City/Town No. of. Orq^ 

Cottage Grove ■ 1 

DeForeat ' - 3 

McFstrljuid 3 

Stoughton 1 1 

Sun Prairie ^ 10 

tfind&or t 

Madison (53703) 16 

Madison (53704) 24 

Madison (53714) 6 

Madison (53716) 9 

Other 1 

TOTAL 85 



AREA 2: REBDSBUFG (12*2%) 

\ 



City/ Town 


^ * No. Of 


Black Earth 




Dodgeville 


3 


Lone Rock 


1 


Mazomanie 




Plain 




Prairie du Sac 


2 


Sauk City 


• 3 


Spring Green 




Barahoo 




Lake Delton 


1 - ; 


LaValle 


1 


Loganville 


> 1 


Reedsburg 


6 


Wisconsin Dell^ 1 


Mnewoc 


1 


TOTAL 


36 



I 
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appendix; C (continued) 



AREA 3i/ WEST DANE (31.9%) 



glty/Dbwn 



.tto. of Org* 



Belleville 




2 


Brooklyn 




1 


Cross Plains 




2 


Dane 


V 


1 


Middlet^on 




7 


Mount BDteh 




5 


Itew <xLarus 




1 


Oregon 




1 


Terona 


* 


3 


Waunakee 




3 


Madison (53701) 




10 


Madison (53705) 




13 


Madison (53706). 




3 


Madison (53707) 


1 

f 


6 


Madison (53703) 




1 


Madison (53709) 




1 


Madison (53711) 




3 


Madison (53713) 




1 6 


Madison (53715) 




^1 


Madison (53719) 




|_9 


TOTAL 




'•94 


AREA 4: 


FORT ATKINSON (9.2%)j 

* i 




Ctty/Ttown 


mi 


Of 


Palmyra 


i 


■ 1 


Sullivan ^ 
Cambridge 




2 




1 


Oeerfield \ 




2 


Port Atkinson 




14 


Jefferson 




7 


TOTAL ■ 




27 



AREA 5: WATERTCWN (6.4%) 

City/Tbwn \ 

Johnson Qreek 
Watertown 
lake Mills 
Waterloo 
TOTAL 

' 81 



tto. ^f Org* 
1 

12 . 
5 

-I 

19 



■ / 
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APPENDIX C { continued) 



AREA 6; PORTAGE (11.5%) 



7 



dty/Otown 

Portage 
- Arlington 
ODlumbus 
FaU Biver 
Hontello 
Pardeeville 
Pandolph 
tfestfleia 
Wyocena 
tfeshkoro 
TOTAL 



tto. of erg, 

10 
1 

7 
2 
4 
2 

^ 
' 1 
1 

34 



EMC 
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APPENDIX D 

"CTRER" RESPONSES: POSITIOH OF RESPONDEHP TO MAIL SURVEY 



Branch man2^er <3) 

Stoice man2^er (5) 

Office manager (5) 

Cashier (3) 

BoolcTceeper (2) 

Secret2try (3) 

Partner (2) 

Bookkeeper/secretary 

Head teller/booTcTceeper 

Controller 

Chief engineer 

Secretary/ treasurer (2) 

Pl2uit supervisor 

Harlceting man2^er 

laboratory assistant director 

Mministrator (5) 

Corporate director of industrial 

relations 
Broker 

Superintendent 
Hospital attoiinistrator 
Staffing administrator (2) 
Data center manager 



Assistant treasurer 
^easurer/m2Uiager 
Savings man2mer 
Administrative manager 
Trustee 

Personnel m2Uiagemeifk specialist 
Personnel officer 
Adtministrative assistant (2) 
Assistant director ^ 
Consultant 

Personnel administrator 
Personnel director 
Clinic manager ' 

Director/ systems and programming 

Secretary/ controller 

lab anager 

Plant manager 

Assistant manager/trainee 

Employment assistant 

Assistant manager 

Office manager* s assistant 

Executive director 

Office manager/accountant 
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APPENDIX E 
EFFECT OP RESPONDENT POSITION ON RESULTS 

Table Ratings of Work Habits as a Function of Respondent 

Posi tion 

Table &^2; Ratings of Occupational Reparation as a Function of 
Poi^ltion 

Table ^3t Position of Respondent and Percentage who Believe 
District 4 Could Assist with Training 

Taole E-4: position of Respondent and Percentage interestec* in 
Managerial Seminars 

E-*5« Respondent position and Bttployment Dcpectations for 
Itiree possible Scenarios of E^onontic dimate 

Table ^6t Percentages of Itaployeed in Responding Organizations 
Arranged by Respondent position 
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TABLE E-1 

RATINGS or WORK HABITS AS A PURTTION 
OP RESPONDED POSmOH 



psrcentages of Ratings 



Ihfspondent 
Position 

cxmer 

Fresid^t or Vice 
President 



Dccellent or 

17.8. 
13.6 



Satisfactory 
or Poor 

3.4 

5.1 



tow 
^tal 

21.2 

23.7 



Personnel or Gaining 
Manager 

General District or 
Area Manager 

Other 

CDlumn Ttotal 



*H = 118 



25.4 



5.1 



13.6 



35.6 



1.7 



0.0 



4.2 



14.4 



27.1 



6.0 



22.9 



100.0%^ 



Ratings were collapsed into two categories in order to perform statistical 



tests. 
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TABLE E-2 

RATINGS OP OCCUPATIOKRL PREPARATIOH 
AS A POWCTION OF POSITION 



Respondent 
Posit ion 

Owner 

President or VlC4» 
President 

Personnel or 
Training Manager 

General / District 
or Area Manager 

Other 

Column total 
=^ 105 

b 



Percentages of lutings 

Better Same or 

Trained*^ Less Prepared 

15.2 4.8 



15.2 10.5 

22.9 3-8 

2.9 1.0 

15.2 8.6 

71.4 26.6 



Bow 
total 

20.0 



25.7 

26.7 

3.8 
2 3. 8 
100.0%^ 



Ratings were collapsed^ into two categories in order to perform statistical 



tests . 
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TABLE E-3 

POSITION OF RESPONDEHP AND PEHCEHPAGE WHO 
BELIEVE DISTRICT 4 COOLD ASSIST WITH TRAINING^ 



Position 



Ovmer 



Assistance with 
Gaining for 
Bcistinq Bnployees 



Assistance with 
Training in 
N^w Skills 



Assistance with 
Gaining for 
ttew Jobs 



President or 
Vice President 

Personnel or 

Gaining 

Kemager 

Gene ral / Di s tr let , 
or Area Manager 

Other 



Yes 
3.1 

4.5 

4.8 
1.4 

16.4 



Nb 
20. S 

23.6 

12.3 

6.2 
20.9 
83.6 



Yes 
1.0 

2.4 

2.4 
1.0 

8.9 



Nb 
22.6 

25.7 

14.7 

6.5 
21.6 
91.1 



Yes 
.7 

2.1 

1.0 
0.3 

5.8 



Nb 
22.9 

26.0 

16.1 

7.2 
2;. 9 
94.2 



*N.= 292 



87 



82 



Position 

Owner 

Resident or vice 
Resident 

Personnel or 
Gaining Manager 

General / District / 
or Area Manager 

Other 

Column Ototal 



= 292 



TABX<E E-4 

PtJSITIOH OP RESPONDEHT AND PERCEHTAGE 
IHTERESTED IN MANAGERIAL SmiHAR^ 



Interest 
14.0 

13.7 

6.5 

4.8 
11.0 
50.0 



Mo Interest 
9.6 

'(T. 14.4 

10.6 

2.7 
12.6 
50.0 



Row 
Ototal 

23.6 



28.1 

17.1 

7.5 
23.6 
100.0 
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TABLE ^5 

RESPOHDENT POSITION AND EMPLOYMENT EXPECTATIONS FOR THREE 
POSSIBLE SCENARIOS OF BCONOHIC CLIMATE 



Position 
Owner 

President or ' 
Vice President 

Personnel or 
'nrainin^ Manager 

General^ District^ 
or Area Manager 

Other 



lh>proved dimate^ 
Bcpand game Reduce 
12.9 " 



d.6 

17.7 

6.0 

4.3 
9.9 
46.6 



10. d 

12.1 

3.4 
12.5 
51.7 



.9 



.4 



0 

0.4 
1.7 



Same Climate 
Rcpand Same Beduce 
2.2 . 18.2 



4.9 21.8 



2.2 

2.2 
3.6 
15.1 



, 14.7 

5.8 
16.0 
76.4 



1.3 

2.2 

1.8 

0 * 

3.1 

d.4 



Worse Climate^ 
Bcpand Same Reduce 



1.7 13.9 



2.6 18.7 



0.9 

.4 
2.2 
7.8 



10.0 

5.2 

13.9 
61.7 



6.5 

7.8 

7.8 

2.2 
- 6. 1 
30.4 



aw = 



N ~ 232 



^ 225 



^N = 230 . 
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TABLE B-6 



PERCEtTTAGES OF EMPLOYEES IN RESPONDING ORGANIZATIONS 
ARRANGED BY RESPONDEWT POSITION 



Ntsnber of 
Bnployees 

1 to 9 

10 to 24 

25 to 49 

50 to 149 

150 or more 

GDlumn Tbtal 



Owner 
17.3 
3.9 
1.1 
1.1 
. 0.4 
23. 6 



Presiaent/ 
Vice President 

10.9 

8.5 

3.9 

3.2 

1.4 
27. a 



Personnel/ 
Gaining Manager 

1.4 

2.1 

2.5 

2.5 

8.8 

17.3 



General^ District^ Bdw ^ 

or Area Manager other ^ ^tal 

4.2 0.1 '41.9 

0.4 6.0 ' 20.8 

i 

^ 1.8 3.2 12.3 

1.1 4.2 .12.0 

0 2.5 13.0 

7.4 23.9 100. 0%f 



^N = 284 
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APPENDIX F I 

SKILL TRA^JNING NEEDED BY DISTRICT 4 EMPLOYERS 



Current Jobs 

Sales representatives, advertising 

Sales associates, talk to customers, appearance^ arithmetic 
^ Ad Salesperson 
jCustomer contact ^ 
Shies engineer ^ 
Marketing 

Supervisory, people and time management 
Management (8) . ^ 

Buyers 

. Office manager accounting/ computer (2) 
Foreman, methods Improvement, supervisory skills, motlv^lon, quality 
Broker * ^ - * 

'Payrdll clerk, computer training 
Underwriter , , 

Accountant <4) ^ . ^ ^ • 

Reconciler 

Office ^Administrator, purchasing, production control. Inventory control 
Director i 
Public relations assistant^ writing, communication layout 
Bookkeeping 
Credit and collection 
Secretary, typing shorthand (4) , . 
Switchboard operator 
Office clerk, calculator, adding machine, typejf^/lter, teletype, arithmetic^ 
General office (4) ^ 
Receptionist 

^ Lab (3) i 
'Nurses aide (5) ^ ' 

License<i practical nurse 

Reglst^ered nurse 

Dental technician (5) 

Respiratory theraf^lst 

Hospital administrator 

Nursing 

Dietary aides 

Medical records i * 

Computer programmer (4) 
General computer (3) . ^ 
Data entry (2) 
Programmer/analyst 
Operator (4) 
Word processing (6) 
Cement finishers (2) 
Crane operators 
Heavy equipment operator 
Redl-mlx truck driver 
Machinist (3) 
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Ibol grinder (2) ^ [ 

welding (5) * 1 

Tbol and die (3) < | 

Punch press set*-up and operation \ 
cable TV technician, electronic theory 
Electronic technician (3) / 
Teller (6) ' y 

LOftn officer ^ ^ ^ ^ 
Banker, financial counseling, personal bemking 
General banking (3) / ^ 
Crods selfiing^^ . 

Wbod mill machine o^rator, re2tding route/ seb-up 
Carpentry 

Joiner . " 

Cabinetmaker 

Finishing i ' ^ 

Assembly ' ■ 

High speed production woodworking machine operators 

Houlde'r operators / 

Machine operators/ . wide belt sanders, saws, routers 

I&nd .sanders * ; 

Petail salesperson (4) . 

Catalog associate . . ' / 

;Attto met^l man > ^ 

Body shop techni^cians • ^ ^ 

Auto technic iajis ^ ' / 

Truck mechemic 

Auto mechanic, geis and diesel 
Truck/ diesei mechanics 
Electrician (3) 

lab sciences ' ^ " y 

Press operator, four color ^ / 

Sorter /printer operator/ high speed printers *ind document'^ sortfers 

Ekigra;ving ^ 

Graphics 

Magazine editor 

Print erremd person ^ 

Hewswriter, community jour*;alism training 

Copywriter ^ *r 

Reporter 

ti&wspaper layout 
Savings counselor 
Fainter (2) 
.Quality a^surwce 
Quality control inspector 
Sign painter 

Maintenance mechanic (4) 

Skilled maintenance/ welding, electronics 

Maintenance mechanic/ hydraulic/ pneumatic and electrical skills 
Brater ^ 
Sh^t m^tal workers 

Winding ' 
Mechanical treides n i 

Fire and safety 
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Itefrig^ation 
Rubber chmistry 
Spray firpproofer 
FOam mechemic 
Molding technician 
Service technician , 

CAD/CAM drafting j 
Mechanical and electrical drafting . 
Farm-oriented technician 
Plumbing 

Photographer - ; 

Construction estimator, knowledge of architectural/ structural drawings 
Bouse 'man2iger ^ , .. 

Social worker ^ 
Inspector 

Packing - ' - 
' Housekeeping ^ ^ ^ 

Ctook 



laundrl/ worker 
Pood service worker 
laborer/ set forms, dig footings 

Warehouse person - ^ , 

Seamstress 

■/ . •■ , •.. 

^ Jobo IWhich are Expected to Change 

i ^ . 

Telleit/ automated teller .machines (4) 

Tellejr, ^Aicrocon^uter (5) . 1 ' . ' 

Accounting/ bank clerk, data entry training ' 

Bank [Lnvestment officer ^ 
^nk (Loan officer 

Bahk^ bookkeeper • ■ , , 

Itellep^ (2) * 

Bookkeeper/ CRT machiijes (2) ^ 
Accoaiting skills 

Cffici manager/ bookkeeping/ typing - ^ ' ^ 

Compu :er operator training (6) ■\ - 

Compu:er programming (4) i ' \ 
data <mtry (3) . * \ ^ ^ 

Progriunmer/ analyst ' ,] ' ' \ ' 

Microijomputer - j . f 

OompU'ier office (2) ' - . ' j 

General computer (3) v V 

'Secre'iary ^ ^ ' il / 

Wdrd processing (12) ^ / 

Ooit5>ui:er numerical control (3) ' , ' / 

^uck mechanic/ caterpiller/ diesel . j 

Auto iiffchaniC/ motor and body repair/ fleet operations/ diesel knowledge 
,,AutQ.bra2ing ' / 

Au£o body/ bench unibody / 
Engijigerinq^' microprocessing/ robotics/ electronics / 
Electronic technology/ hi^h (10-15 volt) technology ^' 
Electroni<^ technician (3) ^ 
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Electronic engineer 
Electronic instrument repair 

Hospital information management system * ^ 

Registered nurs^ (3) 
laurse^s aide iZ) 

licensed practical nurse (2) * 
Tissue culture 
Sales (2) ' 

Desk clerk j 

Bartender | , ^ 

^itress \ 

Farm machinery operators / 
CAD/CAM draftsman ' 
dpray foam equipiment ^' 
dpray coating equipment 
Cold heading 

Aatomatic fire suppression 

Computerized stamping 

Punch press, compound/progressive dies 

Ofiset printing 

Farm mechanic 

JEfelding, electrical, maintenance (2) 



Itev Jobs ' 

I 

Computerized binding machinery / 

Proof machine operator 

Draftsman/ engineer 

Tube iDendlng- 

Wood working machinery 

Biergy management consultant 

Customer service skills 

Estimators | 

Electronic t^echnicians 

Solid state controls 

CNC experience and familiarity with advanced machine tools 
CNC programmers (2) 
J B^avy ipcnent operators 

I Speech th^apy and occupational therapy technicians 
/ ^cretarial ^ 
Foreman 

Marketing director (2) 

Sales (3) 

Dental technician 

Radiology/ , Ultra sound technolo^gy/ nuclear me^dicine 
Nttrsing as3istant/ training in hom^ health care 
Administrative/ business machines,/ computers/ typing' 
General rchasing skills 
Productivity control / 
Investment specialist 
Cost , accountant 

Computer programming (5) Qf> / 

Microcomputer operations (3) 
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Genered computer (4) 

Teller, computer-related machines (3) 

Word processing (3) 

Auto technology, working with computerized Sun machine 
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APPENDIX G 



IHPEREST IN MANAGEMENT SEMINARS BY FUNCTIONAL AREA 



General Management (25.3%) tfeunber mdicatinq Interest 



Supervisory skills 


73 


Time management 


56 


Decision making and problem 




solving 


51 


Strategic planning 


17 


Stress management 


46 




243 



A:countin^/Finance (23.0%) 



Capital expenditure analysis 19 

Credit and collection 44 

Cost control 36 

Cost accounting 32 

Breakeven analysis 19 

Profit planning 31 

Ratio anstlysis 17 

Auditing 7 

Asset management 16 



221 



Human Pesources (18.5%) 



Pecruitment and selection 28 

Gaining and development 33 

Personnel policies 35 

Affirmtive action and EEO 24 

Compensation 22 

Benefits 1 5 

Labor relations 21 

178 



Production (7.1%) 



Inventory control 27 
Quality control 22 
Physical distribution 1 
production scheduling 12 

product safety 6 

68 
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APPENDIX 0 continued 



Marketing (15.3%) 

packaging 
Exporting 
. Direct mail marketing 
ttew product development 
Salesman training 
Advertising 
Marketing strategy 
Hetail disnlay 
Retail site selection 



Number Indicating Interest 

6 

6 
15 
30 
29 
23 
28 

5 

0 

147 



Other (10.8%) 



Data processing 

Risk manag^ent 

Franchise index/profile 

Introduction to patents 

Security 

Relocation 

Purchasing 



29 

23 
3 
3 

12 
3 

21 
104 
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APPENDIX H 



"OTHER" RESPONSES: HOW DISTRICT 4 GRADUATES ^^ERE HIRED 



Job Service (2) 

Apprenticeship program (4) 

Newspaper ads (5) 

Employment agency ( 3 ) * 

Hired after working part-tijne (3) 

Respondent was graduate of District 4 (1) 

Organization contacted District 4 (5) 

U.S. Office of Personnel Management (1) 

Position posted (1) 

State Civil Service exam (1) 

Other (2) 



J 00 
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APPENDIX I 

SUMMARIES OP RESPONSES TO REQUEST; ''Please use the 
Space below for any additional remarks concerning how 
District 4 could assist your organization. 



Organization too small for reply to be useful (13) 
Difficult for firm to forecast needs 

District 4 welding department was cooperative and helpful 
Interested in on-^site assistance 
District 4 graduates well-trained 

Hold CKTV technician course with technical orientation 
Hold one seviester course in RPG II and III for students 
District 4 programs are worthwhile and necessary 

Need for graduates with basic skills, good work ethics, desire for advancement 
Community journalism progrsun is good 
Ni&ed for secretarial science graduates 
Always looking for good truck mechanics 
Very pleased with welding course graduates 

need for outside assistance 
Most employees from Milwaukee Area Technical College, some trained by as 
Will need training as new equipment is purchased 
Hires only experienced workers 
Parent company provides extensive training 

Placement office at District 4 uncooperative in publicizing part-^time teller 

positions; looking for applicants with some college, self-confidence, good 
communication skills, good grooming, good handwriting, and spelling 

Pbla to train employees on-the-job 

Have internal training program 

unlikely to use District 4 seminars, have regional training center 
Questions difficult to answer 

Make sure graduates learn basics, retain over time 
District 4 should develop dental technology school 

Qnployees come to firm already trained, or we trainr need medical secretaries 

and nurses from District 4 
Ehtployees have little knowledge of technic^d theoryi firm uses ''fear and 

bribery" to teach work habits 
Keep up the good job 
Interested in District 4 seminars 

Training program essential for new and existing employees 
W3Uld have hired sheet metal workers If available 
Send announcements of seminars, l;irm is interested 
Firm plans to close later in year 
Stress proficiency In **3 R's** 

Our business requires highly specialized training in orthopedic appliance 

application, anaton^, and related subjects; nearest available school is 
Northwestern Oiiversity 

MA'ac grads are doing well 

MATC grads have exaggerated opinion of their initial worthr feel their learning 

is over after graduation 
Firm satisfied with MATC grads; 10% of workforce attends Annually 
Get an envelope to fit the survey 
On-the-job training is best for salespeople 
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APPENDIX I continued 



Recently hired/ cannot answer q[uestions 

Direct questions to corporate headquarters in Milwaukee 

Call firm if they can be of assistance 

Management training seminars would be beneficial 

f4buld like more information on management seminars 

Dependability is most important—how can it be taught? 

tondolph employees woii*t drive to Madison/ would prefer to go to Beaver Oam, but 

areii*t allowed to 
Thanks 

Haven't had luck with younger generation/ undependable/ only interested in wage 



iSBSC[ ^ CLEARINGHOUSE FOR 

JUNIOR COLLEGES 
UNIVERSITY OF CALIFORNIA 

FEB 17 1984 

8118 Malh'Sciences Building 
Lqs Angeles, California 90024 
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